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JOB SATISFACYION AND JOB CISSATISFACTION FACTORS FOUND
IN THE WORK SiTUATIONS OF TEACHERS WERE INVESTIGATEL. TWO
QUESTIONS WERE FROFOSEL FOR INVESTIGATION-~(1) IS THERE A SET
OF FACTORS WHICH TENCS TO SATISFY TEACHERS ANC ANOTHER SET OF
FACTORS WHICH TENCS TO CI1SSATISFY TEACHERS, OR, ARE THE
FACTORS ARRANGED ON A CONCEFTUAL CONTIMUUM WITH EACH EEING A
POTENTIAL SATISFIER AND CISSATISFIER, ANC (2) WILL THE
CISTRIBUTION OF FACTORS VARY FOR SUBGROUFS OF TEACHERS. THE
FINDINGS OF THIS STUDY REVEALEC THAT SOME FACTORS, REFORTED
BY TEACHERS AS CONTRIBUTING TO THEIR JOB SATISFACTION ANC JOB
DISSATISFACTION, WERE FO.AR IN A FOSITIVE CIRECTION AND
OTHERS POLAR IN A NEGATIVE CIRECTION. THE SATISFACTION -
FACTORS TENDEC TO FOCUS ON THE WORK ITSELF, ANC THE
DISSATISFACTION FACTORS TENCEC TO FOCUS ON THE CONCITIONS OF .
WORK. ACHIEVEMENT, RECOGNITION, ANC RESFONSIBILITY WERE
FACTORS WHICH CONTRIBUTEC FRECOMINANTLY TO TEACHER JoOB
SATISFACTION. INTERPERSONAL RELATIONS (SUBORCINATES),
INTERPERSONAL RELATIONS (FEERS}, SUFERVISION, SCHOOL FOLICY
AND ADMINISTRATION, FERSONAL LIFE, STATUS, ANC UNFAIRNESS
WERE FACTORS WHICH CONTRIBUYED FRECOMINANTLY TO TEACHER
DISSATISFACTION. SUBGROUFS OF TEACHERS TENCEC NOT TO CIFFER

. IN THEIR RESPONSES TO SOURCES OF JOB SATISFACTION ANC JoOB

DISSATISFACTION. (TC)
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ABSTRACT

Pﬁrpése

’ The impetus for this investigation comes from the
work of Frederick Herzberg, Bernard Mausner, snd Berbars -
Shyderman, as reporved in their book, The Motivation to
gggg. Herzberg investigeted factors which accounted for
Job satisfaction and job dissatisfaction of esccountants
and engineers, He found that some factcrs in the work
sltuation were satisfiers when present but not dissatis-
flers when ebsentj other factors were dissatisfiers, but
when eliminated as dissatisfiers would not result in po-
sltive motivation, Purther, the setisfaction factors
were found in the work itself and the dissatisfaction face
tors were found in the enviromment of work.

The purpose of"this study was to test the Herzbherg
findings with teacherst_ Two questions were proposed for
investigations

‘1., Is there a set of factors which tends to
satlsfy teachers and enother set of factors which tends
to dissatisfy teachers or are the factors arranged on s

conceptual continuum with each being s potentlal satisfier
and dissatisfier?
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2., Will the distribution of factors vary for sub
groups of teachers? (Sub groups include: (1) male v.
female teachers, (2) tenure v. non tenure teachers, and

(3) elementary school v. secondary school teachers.)

Procedure

Baglc to the design was the collection of sequences
Judged by respondents to be representative of their jodb
feelings. Each sequence consisted of three phases: (1)
The respondent's attitudes expressed in terms of high oxr

low Job feelings, (2) the first-level and second-level

factors which accounted for the expressed attitudes,

(3) the effects of these attitudes as reported by respond-
ents; Through content arselysis, the factors were sorted
into predetermined categories which were developed and
used by Herzberg. The effects were sorted and categorized
in the same manner.

One hundred and twenty-seven teachers were selected
at random from the 3,682 teachers who comprised the suburban
teacher population of Monroe County, New York. Seventy-.
one of the 127 teachers agreed to participate in the study.
Each respcadent, in an interview situation, related four se-

quences., The four sequences consisted ofs (1) unusual high

~ettltude, (2) unusuel low attitude, (3) recent high attitude,




oy

(4) recent low ettitude, TIwo hundred and eighty-four sequences
oy

were collected and enaelyzed for the study, The chil squared

test of significance was used 4o test for nutual exclusivef

ness of factors.

Results

The findinés of thls study revezled that some fac-
tors, reported by teachers as contributinz to their Job
satisfactlion and job dissatisfacéion, ere polar in & po-
sltive directlon and other factors were polar in a nege-
tive direction. Achievement, reccgnition, and responsibi-
1ity were factors which contributed predoninantly to teacher
Job satisfection. Interpersonsl relations (subordinates),
1nﬁerpersona1 relations (peers), suvervision technicel,
scnocl poliecy and administration, personal life, status,
end wafairmess ware fgctors viiiieh contributed predominantly
to teacher dissatisfaciion. | |

Sub groups of teachers tenaed not to differ in
thelr responses to sources of job satisfaction and Job
dlssatisfaction, There wvere only three'excgptions, out of

one hundred and sixtjy-eight possibllitiles, to this ten-

dency.,

Beshin, I, YT m v . G A ——r—
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Conclusions

It was concluded that factors which contribute to:
Job satlisfactlon and factors which contribute to Job dis-
satlsfaction are not arranged on a conceptual continh.u;
Further, the satlisfaction factors identiflied for teachers

tend to focus on the work itself and the dissatisfaction

2

factors tend to focus on the conditions of work. More

specifically, the eliminatlion of the dissatisfiers (condi-

tions of work factors) does not result in teacher job sat=-

isfaction, However, the emergence of work itself factors, 4
which do contribute to.teacher Job satlisfactlion, is de-

vendent on the elimination or reasonable tempering of the

factors which contribute to job dissatisfaction. The re=-

sults of this study tend to support the universality of

Herzberg'®s findiﬁgs. .

--=Thomas Sergiovenni
Assistant Professor
Urbanea, Illinols
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CHAPTER I
TEE NATURE OF THE INVESTIGATION

The subject of this resszarch is teashsrs?! Job attie

tudes snd those Tactcrs in tha teschin:g togk ard situation

with which they are asscoiastsd, Tp- imrrniue for the research

comez from thie uork of Fredeyleh £ocol. o #11 I'ls assoclates,
Bernard Mausner #1d Barhasw Snydaﬁ::n.l 2 Hsrzberg study
is slgzmificant on two acccrmtss tis reze roh method used in
the study iz unlike previcus studics of job satlisfaction-job

notivetion, and the provosative results of the study, if

(M
~i

found to have universasl application, msy require z reassessge
ment of present assumptions and practics in peErsonnel admine
.istration. (4 gensral introduction %o the Hare zberg study
'will be presented in this chapter, -and & more detailed ab-

stract of the study will be presented in C‘ap sr II,)
BACKGROUND

In a2 review of motivaticn and preductivity studies,

Herzberg observed that a differsnce - in

<t

he primacy.of work

factors appeared depending upon whsther the investigator

1Frcderic& Herzberg, Bernsrd Mausner, snd Barbars

Snydernan, The Motivation to Worl (New Yo“kz John Wiley
and Sons, 1959), ,




was searching for factors which led te job Jmtibiaction or
factors which led to job dlssatisioctizn.? This observation

led to the co t that scme faot

=-s

in wha vork situstion
were “satisfiers™ and othsr factors wear. »}issabtisfiers.t
Herzberg hypcthesized that some feotors wsre ssbtisflers
when present but not dissatisfisrs wion arssiztt cther fac-
tors were dissatisfiers, but when elirii:h-3 2s dissatisfiers
1r'|
Lerzberz's fc-farchj yriny eceuabents oo 1 oengineers
tonds to comilrm bhe exisbanse -f Lh. sanisii-t 2pd dis-

atis

0]
{.‘J

10

filer phenomsna., The Hersl: vy sk jaohks v re gasked to
identify periods of time when fe eslings ebaut Lheir jobs

(:} were wmsually hich or wnueualily iow, They uzre then asked
to describe the cirsumstances that resulied in the attitudes
identified. Pinally, subjects wers ashed how the factors
reported and the attitudée ldentified affeetedftheir per-

formance., The identification of fartors was nob dependent

upon g priori judegments, but was derivsd direetly from the

analysis of reported incldents. Sixbteen Taobors wsre iden-

Ld

tilfied. The incidents solicited from gubjascts were then

sorved, through conbent znalysis, into the sixteen factors.

; - “Frederich Herzherg gt. al., Job Athliuies (Pitse
j burgs Psycnological Service of Pﬂtv\bvrg. 1957 .

! JHe erzierg, Motivetion to Work.

,W*"U
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Herzberg found that fi?e .ath_¢ (nﬂhiufraen., r$cog
Wwork 1tself, 'es“oruibilit*, ﬁnl savaneTLent) fénﬁed t5
affeet Job attitudes in enly a positis dirsction. The

absence of these factors dild pob nasess il r;srlt in job

dissatisfaction., Thas elavan rsmainin: 2% vi'sy 1f not pre-

thesz Factors asn dissatisflers banded o 4r lead to employee
satisfactinn, Exobsry cbasrvad # -6 v ~ubaps wnlech
resaltod In sebisfostios coen Adyes i T o1 s the work
itself, Joh Tacinrg THACT TrreT e 1 tlien s Rtay ‘#etlon were
pslated Yo ths envivonmest ng VL Tl 1iri or factors,

n thsly two stlt=cabeglriss, 2w am Call-crms

satisfiers Dinculigftiers

~ \
1. Achisvemont 1o Sulsyr
Ze TReccznition 2e Poosibiiihy af st
e Worlk itselr Jo Inborpsraonzl celablons (sub-
Y. Responsin niw ordinatas)
‘.I
5« Adveancenms he Stabus

5. Inberpersonsl reistions

On
[ ]
-
]
o
)
o]
(9]
T
4
1 o

Je  Farscnal 1ifa
. Jobh sec arlty

7o Supervisionebastnies]

8. Company puliﬁg and administration
G 'Jorxi“ﬁ*cxx.iiticﬁs

0

1

THG*P“ exrlvad ot evclrieally, the Errakery findings

appsar te ke consistent with tha nativations thaary proe
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posed by Maslow, b “Maslow kynu‘;zo zed a hicrarshy 1nt6-
which needs arren 2 themgslvas ia afﬂsr of thslir appear-
ance. The Maslow hiersrehy of needis, in crdzsr of primacy,
1s as followst physiolegicel nesds, seeritr needs, social
needs, esteem needs, and the need 7 s3lf ecthnalizstion.
Needs that are at or nesr tus tou of e kierarchy, assuming

that lower order needs are met, wilil
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e
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H

Grvl e bt Rl mtames H 7 . “oan® - ~
BLELELY T phrglolianics) ; AR G R & Tt amrs well met
cow mast pasenin, bhug bhsy oLeio s oLt ot e e imarior,
SR T . BTN NP . . T -
Herzbery $isndisi.qd 4. LAely Ol omsohr Poy his sube

Je0tss hyeglenlc needs (viich #awd to Fions on the dig=-

satlsfactiosn factsrs identifi=a in his pindy) and satise-

for hyzlienle nes As, hows 2TET, Q083 1ot ensuys inereased
ma+ivauion. The satisfaction neads have motisrational PO=-
tentizal but dewend. upon reascnablis sabiabion of hyglenice

o~ P EPS 1S PR, - K >
nesag beiers they hecome cparmibive,~

L. e

4p. H, Mrclo" Motdvebdon a8 Piisonaliby (New Yorks
Harper and Bros., 1954).

5Herzberg, Ihe Motiwvaticn to Worpw Vi, 113=-119
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Hexzberg's findings heve iano L;’H; 1mu1i03tjon for
educational administration end supsivrisicn, They sugzest
that much of presgent practles An perzwon-l adwinistration
may be directed st controlling the hygicris Qonditions which
have, at best, limited m motlveting powsr £ srofessionsl

teachars,

STATEMENT OF 317BiC »

<

saruney haatisn of 4l Horsivo s o= oiosgls is needed,

s Sa 't XY > L
poth i bhes sens

G e e ‘ O a4 . ..,"I % '. t dif
[ (VP41 [ RONAS Al SN 'I PRLPRLOIFI A N *-'1; Y T < . Yo . n O -
“

V4
f et [S) - R I e Tl e ene 5 = {
(z) EULTg " Before iz Lewrbery findinss oxid be. considered .
raelsvant 4o sdnceiion, 1% would bhe nicigraer to test the
e iy .‘

Tinddngs on poywiaticns of gehoal nersciasl, L2 purposse ‘

of this sindy wse o tsst the Herehzrg :indines with teachers., - ‘
o
THE PROBLE}N <

The problen Investigated in this regseareh was, do
the factore reported by teachers distribute themselves into
mutnally excliugive satlsfaction and digaathl sfaction cate-

gorles? I the satisfacticn- disaatlsiacticn phencmenon o

exXlsts for teachers, will the fastors rasuitiing in satis-

e ] b o ey

Tnid., o. 109,
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% ‘23 faction be concerned with- ths work itself, and will the

factors resulting in diséatisfaotisn he conéerned with the

environment of wos P

Energing from the problen ware £is tullowing questionss

1. 1Is there one set of Taectors vhilsh tends to sote

1sfy teachers and eriothier set of fasiors which tends to

dissatisfy teachers? O are thare e

e
C7°/-’J:

}-n
oy

better deseribed

as belng arransed on s continuim with sznv hoine a potential

,.
.
L
{

satisfier and dlssatisfizrs

2e¢ Will the diswhib7 on of foets og “2r¥ for sub

populztions of bteachers®

.."‘:

Nill Hypothesss

b4

() 1o When teachsrs vespond to the pa 1zlet; factors,

. d

;.

there is no sigmificant differencse b

s
o

tisen the proportion

of times a Glven Tactorp is renorted as o sstisiiep and the

proeportion-of times the samg factor is

satisfier,

2. There is no slgnificant dirrsyp enre bhebw

groups of teachers in the proportion of tinmes each face
pIroy

tor is reported as g satisfier and the propertlon of times
b

cach fa cto; is reported ag g diesatjsxger (Sub_groups

includnz (1) Mal teachars v, femal

€ teachers, (2) tenure

teachers v, nen-tenure teachsrs, (3) alenm mentary schocl

P T T U |

teachers v, secondary school teachers),

o Ed
sl + sasins v
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Assumnticns

.I. The factors and effasts ecaberorlss developed
def'ined and used hy Herzberg! in his sivdy were used for
the purposes of this invsstigation., Inhsi1ent in their use
was the assumption that the stories zid ineldsnts solielted
from teachers would irdeed Fit the eristiog cetzgories,
This assumption avpeared to be swsportsd bty sxisting studies

on job attitudes of veachars, uhish -wdrend eacicieal and

a pfiuri lists essentislly #imilar o br- Harelzry factors,

“d
2, A further asswption mas bhat i2a2i3rs could
place thair feelinss abouk thelr jobs on 2 sontinuum snd
raport extremes of this continuue fo tha inberviewer. It
was elso assmiald that teachers would be abis 4o recall,

without dirficulty, most recent high end most rscent low

a4

job feélings.

Linitaticne

le The study waes limited bﬁ the comscious self
understending of barticipants and the traniness with which
theﬁ reéponded.to fhe Interview., Assursd ancnymity of resge
pondents and calculsted probing by the intarviewer were
‘used in attempting to ccntrol this limitation.
2. Subjects were asked to ldentify extremss of

feellngs about their jobs and report the clreumstances:

N4

7Ibid,
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CHAPTER II

Since this study is essentisilr ~ 3. tizabios; of

Herzberz™ and sn applicction of his maties rnd findings to

o A eas

& population of teachzrs, ths =oish of - T Lrture will be
1
- . . u, v “ - A . . . et e -
the Herzuvsrg stwiy., Prissatea in Blin oo e 17311 b oa
3 . .o 4 P, P PO T
brief backgrcund far thic studr, 7 27 Lok of the Herzberg
- geon -t Y | . - " M & R - 5 T
study, unen thich this tegsoreh 4 na TTRL uwice of
related non sdne-ticne? ahwiica, Teie “t 4T zapve s
. -
& frems of Trelspaiaga Shyetiai vies o st swsr Licnal

studles il B ozomdos o

e PLNAL SRS O T SR APY

BiCRGROVND

PR R

- v s
1 Fi” e R Rt L R v TPL oy et e U S
In k 8 BUNGEEL lvTioy S 3l oz,

~ o - -~ oy s . e, o L, L Ty P L L - TN .
coneznfratlon for Job sablafuoanlon abo iis Ruirlngon states

- B R AR P IR Y )

B D Al > T . . o - . e M er mBR mire vy e - F 3
shat ovsr foriy per cont of ths ohwmii-s eviend ralats to

- teachers zad thoir Jeb’ satisfaction oy morale. A daficiency

in Job satisfaction resasreh in sducation 1s noted by Robin-

-

'Pridevicr Herzberg, ¢ ; ;-3.‘:.:., ?-‘3-)-‘5:.;.&.1331 e

' ) o
Yozk (New Yorics John Wiley “nd Sons 1650

zAlaa RubiubOﬁ, 3te zle. “JOh abisfreticn Rssenrches
T

? 1963,% Persopnel end Guidancs Jwmad, XLIIT (1984)
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foecused con the censtruction an
of questionnaire-tyne invent TisT vnd surveys. No

interview studies ware renorted sven though Herzberg |
"frowns® upen auestlionnailrss anj Fznests denth inter-
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Views as ths bezt a0preach.
According to Herzberg,4 ma

factlon or dissatisfacihion ars usunlls an

Eopeda 02 088

In his investizetion of 5 B i TR A RN

ks

G orarlaliss, reaguires the

f:eticn) by ange-

wrrdng dirzet guesticrs regardilog nds wbbitude toward his

e The second methued, 11llughr:

102, 2 ths third acrhad Ohgsyvation of

S subshitub-l for sreclfic norale

EY

-

eetlon, the inv=ast gator infers atti-

r

A0 hiig

r
EN 3 - Y A . . .- . (™ . - . ‘
“Unsey feclinzs, and motlvse, T

~eareach s examplified

]
*Herzberg, C2¢ Gltey BDe Hmid,

=4 - . s
JRobert Hoppooik, J0b Safisfaction (New Yorks Harpsy

L2 L]

Bros., 1%35).
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son as follous 1
. Almost fifty per cent of tie (amontiord studies |




RS
Do

O

-

by the Hawthorns study’ which sssentially deals with the
observation of the sffects of aroup prsssures and super-
Visory oractices on woriers.

Herzberg also eitzs three comuen meﬁﬁsds for deter=-
uining thes factors that affech Jeb attitudess

A g priord 1ist of facters cen bs pressnted to
% ~

uoriers, who sre then asked to rani
factors es to desirsbiliity.

derkers can bes aghsd te iniiests srvabansadusly
what they 1ike or disliks sboub ¢ zip JTps,
Multipls-itsn invsrntorias o1 gistisoinlres may
_ & 5 A4 v
be administarel,

The Hargbsrz investiszators choss &0 e j=ct both
5 b

scalsd measures of attitudes and =2{fects and observationsl

tschiniques,
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‘thorne effect, " and
fearing the fragmentery nature of seasled lnventories, the
investigators chose a course which atteupts to inrvsstigate

ractors, attitudes and effects simultanscusly.

provey

- (Fritz Rosthlisbherger and W, J. Dickson, Management
and the YWorker (Cambridege: Hoxvard niversity Press, 19E7).

8Herzberg, CTe Cltey De 7o

wwmu’h?xum wewspr 3
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HERZBERG STUDY ABSTRACT

The generzl hyoothssis of the Heaisbsrg study vss
that Job factors leading to npositivrs ettit 1des would differ
from Jjob factors leading to newative attitudses, More specli-

fically, Herzoberg hypethesizad that some foctors vere satlse

flers when vresent but not dissatisfiers vhan absents other
fectors wers dis:atisfierb, but vhen eliminated 25 dissotis-
Tlers €13 not result in peslEive maviwoiion,

The seamyle for tie study ineludsd sceowmbonts and
anglineers from nine industrial concsras in the Plttsburg
metr01olitwn arsz. YAccountant® and *enzinesrY were dee
Tined in tbrms of actual jcb achivits ¢y rather then by job
Title. Accounteats included cimployess involved inm fisesl
activities dowm to the lowsst rank at which Judgmental funce-
tlon was exereissd, Englnesr included individuals involved
1n‘design functions. Clerleal workers and dre Ttsmen were
not included in either group. Subjects wsrs randomly chosen
from eompany-furnished iists of psople who met the above
critelih. If less than rifty pecple wers aveilsble from
any one company, all were sslected fop the study. Ne one

wWas recuirzd to partici

Juf

Interviewing Procadure

A letter, describing the general neture of the study




1k

wag sent to all subjsets pric: o
view format ansd
gotors was semi-structired. T

committed to & "structursi" feimat, wa

.

-

to lnsure that sach seyvsncs consis

and effects.

1, Sosecifiestion

the interviszir,.

s Rz O A

he inter-

technigus usmi Ly the Hsizbery investie

=Ty althongh
svindtted to probe

factors, attitudes,

P Aarws R Py -t . - K3 - ) _— . o ? -
esked to idsniity nsrdcds of Lims o L& 123iinge about
- 2N e, ~ N I - N .-
his jeb wers wmamseaile P o snusvai iy o, Ona gelsf

to

from zaeh subjach, Aubisebs tava P Lo i
voluntzer sdditicusl szjyuvencas, REYINSAET o
averazs of 2.4 gagvsiczg per sublest.
Ze Facborz In job athlitudsss Eaeh s
asked to describs the actual coonvrenss
cach of The atbltvies {foslings) identificd. This vhese

conglsted of two parbs. Part on

corslsted of the chicstivs

thes firstelevel i

factors,

circumstences whieh océurred.
rart two, the sscondelsval factors, consisted of the reasons
fcr the |
3

asked to desecribe how his work

feellnzs 1dzutified.

Effects of the job abtitulsss Eaeh subjsct was

uas aifected durlng the

Sequencas he descrithed.

T g Sy - QR e % TR,
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Anplysis of the Data
The tfcnui1u~ of countent srwlysls was anvlied to
rsd in the inteivizis., The intervieus
were broken dowa inte “thougih unilte” ‘dileh vere defined as
statements about o single svant or coriluilon thot led to a

feeling, o singls chizracterizatbion o Fasl inz, ocr a descrip-

Dlret=level fachors, Feaoi-l orel factivy, wou sffeels
ZVTUNS o rom s evslved o eabooeriesl scheas vhieh is
1"’,_:_:‘.1"\;.)‘ —"""Sl("m.‘ S 'f. 1&1- 33 """.-o.':‘ 1'4.-. ;1-0

Followiny the dswsiopnent of bhs oseoteacriss eazoh

£ . . e srreR . o ns, . - St = .. Yo - PR
latsrrisy vag sualrzs. and codsd, by landscsndent Judges,

thrse dimensionss
(1)  the renss of the sEgusines, short or lonz, (2) the
Gilrection of tiwe fezlings, high or low, (3) the reletion-
ship“between tha'ran,a ¢t the segusiice and the direction
of feelings., There were six wogslble permutations of the
thrse dimensicns., The sig grovps weres (1) high, 1oﬁg-
renge, (2) low, longerenge, (3) high short-range, of short
duraticn of feslings, (4) aigh short=range, of long durae

Clon of feelinzs, (35) low short-rsuge, of short duratlon

of feelings, (&) low short=range, of long duration of feelings.

o

A o ot

= 1&-;1-‘*
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The Results

The results of the study are summarized in Tables I
and II. In summerizing the first-level factors involved in
high sequenecr.i;, the authors stateds

First, only o small number of factors, and these _
highly interrelated, are responsible for good feelings
about the job. Second, all of the factors response-
ible for good feelings zbout the Jjob relate to the
doing of the job itself or to the intrinsic content
of the Job rather than to the cont. * in which the
job 1s dcne. Third, the good feslings about the Job
stemming from these factors ars rrasdoninsntly lasting
rather than temporary in naturs. Fourth, when good
feelings about the Job are temporary in nsture, they
stem from specific achievements @nd recognition of
these speclific achievements. Fifth, an analysis of
second-level factors leads us to the conclusion that
a2 sense of personzl growth snd of self actualization
1s the key to an understanding of positive feelings
about the job. We would defirne the first-level
factors of achlevement-respinsibility-work itself-
advancenment as a complex of factors leading to this
sense of personel growth and self actuslization....?

An analysls of the flrst=level factors involved 1in
low sequences indicated that company pollcy a2nd administras-
tlon was the single most important factor leading to low
feelings gbout the Jjob. The suthors summarized thelr anzlysils

as followss

We have previously sald that 21l the motivating
factors focused on the Job and that the factors that
appeared, infrequently in the high attitude storles
could be “characterized as describing the Jjob context,
It 1s Just these Job factors, company policy and
administration, supervision (technical and human re-
}a@}ons), and working conditions,; that now appear as

“the Job dissatisfiers. We can ' .pand on the pre-

9HeI‘ZbeI‘8, _920 -q_j_-._b_o, po 700
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TABLE I

HERZBERG STUDY$ PERCENTAGE OF EACH FIRST-LEVEL FACTOR APPEAR-
ING IN HIGH AND LOW ATTITUDE SEQUENCES FOR THE TOTAL SAMPLE.

P.H, '_ Factor - High __Low
. 1. Achievement L1 7
2. Recognition 33% 18
3. Work itself 26" 14
L, Responsibility 25% 6
5 Advancement 20% 11
8, '~ Salary 15 17
7 Possibility of growth 8 8
8. Interpersonal relszstions
(subordinatgs) 6 3
{:} Ge Status | L
" 10, Interpersonsl reclations
(supzriors) b 15%
11, Interpersonal relations
(peers) 3 8
12, Supervision techniezl 3 20%
13.: Company policy and
administraticn 3 31
14, Working ponditions. 1 11%
15. Personel life 1 6#
16, Job security 1 1

*Difference between Highs snd Lows is significent
at the ,01 level,

TR EN At ) Gt b Nt MR CR ]




TABLE II

HERZBERG STUDY: PERCENTAGE OF EACH SECOND~LEVEL FACTOR
APPEARING IN HIGH AND LOW ATTITUDE SEQUENCES FOR THE
TOTAL GROUP”

P.N. Factor Hizn Low
le Achievenent 50% 25 L
Ze Recoznltion . YRy 19
e Pogsibvility of greowth 35 373
4, Advrencoment 2 2
Se Responsitiliity 0% 8
e Growy fealing 10% 3
7 Work itasly 25% 13 ‘
(:) 8e Statis 1 10
G Sceunrlityr / 9 |
: i0. Faliness-nfsimess K 33
il. Pridz, gullt, inadscusey g 1b
12, Salary 19 13 :

bt o B, Prowew

#LAirference betwesn Highs and Lows is siznificant ‘
2t the .01 lsvel.
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€:) vious hypothesis by stetingz that the Job satisfiers
deal with the factors involved in doing the Job,

thereas the job dissatisfiers deal with the factors.
thet derine the job context,,,,10 ‘

It eppeers that the Herzberg hypothesis is strongly
conflrmed. The Herzbery results suggest thit factors which
account for high job feelings do, indeed, differ from fac-
tors vhich account for low Job feelinzs, In addition, it
appears that factors concerned with the work 1tself, with-
cut eZcention, account for high job feellings while job

centext factors tend o account for low job feelings,

STUDIES ANALOGOUS TO HERZBERG

Thz Anderson Study

o Anderscnll replicated the Herzberg study using e

population semple which conslsted of three occupationel
le&els. From & Veterans Administration Hospital in Utah,
Anderson ssleeted g semple consisting of thirty-nine regis-
tered nurses (the professiocnal group), thirty-one workers
in the engineeripg service of theshospital (the skilled
group), snd thirty-rive unskilled hospital workers (the

uaskllled group)s The Anderson study tends to- support the |

1oHerzberg, op. cit., p. 82,

.. 11Frederick Anderson, "Factors in Motivation to Work
Acrosg Three Occupetional Levels" (Microfilmed Doctorsl
Thesls, The University of Utsh, 1961),




}
‘l,\‘ o

universality of Herzberg's conclusions. Anderson's findings

are illustréted in Tables III and IV and are summarized be-
Llow, |

In the first-level scquences for the unskilled sam-
ple, the dominant factors thet essumed & more importent
role in the highs. as compared with the lows, wers achleve-
ment, recognition, and responsihility. In the second-level
sequences, the demlnant fectors were recognitlion®*, achleve-
ment, responsiﬁility, group feelings, end pride. For the
first-level sequences in the lows, the dominent factors
were inesdequate selsry, interpersonal relations (superior),
interpersonal relations (peers), snd company policy end
adninistration.* In the low second-level sequences, the
dominant factors were lack of growth oppcrtunities end un-
falrness.*

In the first-level sequences for the skilled samjle,
the dominant factors in the highs, as compared with the lous,
were achievement, reccgnition, and opportunities for growth.
The second=-level foctors were recognition*, aschievement,
advancement,’work 1tself, and pride. For the lows the do=-

minant factors in first-level sequences were supervision-

* technical and compeny pollicy and admiﬁistration. Second=-

level factors were lack of growth opportunities, low status,

end wnfalirness.*

#Difference between iighs and Lows 1s significant
at the .05 level.
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£
N~ TABLE III
ANDERSON STULYs PERCENTAGE OF EACH FIRST-LEVEL FACTOR
APPEARING IN HIGH AND LOW ATTITUDE SEQUENCES FOR THE
* THHEE SAWPLE GROUPS
Prgfes-
Fector Uaskilled  Skilled sional Total
digh Low High Low Hish Low High Lovw
1. Achilevement 12 7 19 26 L 21 b
2, Recognition 69 27 35 3 L3 23 46 21
2. Work itself 3 8 11 17 17 12 11~
o Responsibility 12 6 . 6 5 3
5. Advancemens 6 i 12 14 9 2 9 7
5o Salary iz 20 12 11 6 8
7. Possibiiity of
growth 3 19 b L é b
8., Interpersonsi
relations
(subordinates) 3 11 8 5 -4
9. Status 3 b 3 4 3 3
- 10. Interperscnal
i relations
(superiors) 25 27 53 50 14  31% 30 35
11. Interpersonsl
reletions
(veers) 6 17 L 8 1 %
12, Supervision ,
techniecal 30 29 3 2 1 17w
13. Company Policy
end administrse-
tion Low L 32 3 35% 4 36
14, Working
conditions 7 L 7 15 1 10
15, Personsl lifc L 7 8 1 6
16, Job security 8 4 3 1

The percentages total more then 100 per cens for any
gruup since more then one factor can appear in any one see-
quence. Only the first high and first low sequence obtained
from each respondent was used in computing chi-square,

®*Difference between High and Lows is significant.
Mininum P = 0050
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Profes- y
Factor Unskilled Skilled sional . Total

High Low  High Low Hirgh Low High Low

1. Reccgnition g2#% 20 58% 7 66 27 66% 20
2e Achievement 19 7 12 3 37 23 19
3. Possibility of

growth ' 10 11 ‘8 0
4, Advancement

12 2

6
15
17
10
25%

6
5« Responsibility 25
6. Group feelings 19
19
19

(I

THREE SAMPLE GROUPS
19

8 21
12 11

(NI N

7 Horlt itself
8. Status
9. Sscurity
- 10. PFairness-
() unfairness 6 77% 12 7o#%
” 11, Pride, guilt,
insdequacy Ly 3 12 b4
12, Salary 12 27 12 14

APPEARING IN HIGH AND LOW ATTITUDE SEQUENCES FOR THE
]
3 04 b
0 4
3
7 16#

67%
19

73* . |

10
11

N
QOO O NOoWwWW - O\
[y
£Un

w
WE WO WONONWT =2\

» The percentages total more than 100 per cent for any
groun since more than one factor can appear in any one segquence.
Only the first high and the first low sequence obtained fronm
each resvondent was used in computing chi-square,

*¥Difference between Highs and Lows is significent.
I"Iin.imum P = 0050
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In the filrstelevel sequences for the Professional

Sample, the dominent factors that wera nore lmportent in

tihe highs, 2s contrasted with the lovws, were achlevement

end rscognition. Second-lsvel factors were recognition

and responsii S11ity. For the lows, the dominsnt Tirst-

level faetorsg were intercersonsi relations (superior)* ang

company oolicy and eiminist cration,#

Lindzrgon gensrally Substantiate the

0
[}
4
L8
P
i_b
e’
i

(i

=1

]

[0

=

scnal relations (subericrs),
SRREeing 1n low attisuds ssqu=nces for
hilz

3h for Anderson’s skilled sample,

Th= seccnd-l vel fantop &chievement, g Herzterg high, ap-

BEATEA as a low for An erson’s precfessionsl Sample, Pride,

gullt, inadequacy, a second-level factor, appsared in the

three Anderson cemples e€xclusively as o nizh. This factor

wes reported by Herzberg as a low,

In general, however, the ‘work itselr® Tactors,

aohievement, Trecognition, advancement, and fesponsibility,

.
w

*Difference betws

~euReen Highs end Lows is signiticens
at the ,05 level,

-
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tended to account for the high attitude sequences and the
"environment of work" factors tended to account for low

attitude sequences for the three samples investigeted by

Anderson,

The Lodshl Studyl?

In this study of job attitudes of workers, male
auto assemblers and female electronics assemblers were
studled by applying'facto? enalysils to information obtained
from content analysis of.ipterviews. Althouéh this study
was not an intended replicztion of_Herzberg, results of the
studles are remerkably sinmiler,

Dissatisfaction factors for 6otﬁ auto assemblers
and.electronics essemblers were essentislly the seme as.
the dissatisfiers reportéd by Herzberg for scecountsnts and
enginesrs, Quality-quantity.conflict and tension were addi-
tlors to the Herzberz list. Intrinsic Job satlisfaction,
however, appecred as a dissatlisfiler for electronics assem-
blers but as a satisfier for auto assemblers,

Satisfiers for auto assemblers ineluded feellings
about owmm performsnce, responslibility, feedback, intrinsic

job satisfaction, ana satisfaction with fellow workerss for

12 Mhomas Lodehl, "Patterns of Job Attitudes in Two

Assembly Technoloasies. ™ Adminlstrative Science Quarterly
VIII (196k), 483-210," - ’
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electronics assemblers the satisfiers were feelings about
W performance, feedback, difficulty, plans, prsduct knoye
ledge, responsibility, and freedom from interferences., .

The striking results of this study suggest that auto
assemblers'appea to be re mnarkably consistent, in need ori-
entation, with peovle in higher level Jobs. Female elect-
roales workers also appsar to possess the potantisl to be
highly self motivabod, . . -

It appezis tnat Job satisfaction and jdb motivation

')

ke

o~

selated'to dirferent asoects of the Job, not only for

\D

. (
the Herzberg and Anderson subjeets, but also for a2uto and :

electronic sassemblers,

THEORETICAL CONSIDERATICHNS

March ¢ai Simonl3 sugzest that job satisfaction in- ‘
fluences an inaividual' decizion to partlclinate in 2 given .
crzanlzation, but doss not afrect very directly his decision
to nroduce, In other wofds, facsors that provide a level of

hepplness (gatisfaction) for a a glven individuval do not neces-

sarlly motivate him to work harder.

3Joha Maich and Herbexrt Simon Orgenlizations f
(New Yoxrk: Jokn Hile ey and Sons, 19585 ’
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rvensive reviews of thz literature on job satis-
faction by Breyfleld and Crockettl¥, Herzbers et 21l?, end
Robinsonié, indicate rather clearly that Jjob satlsfactlon
tself dces not necessarily induce incieassed production.
001113817 maintains that no intrinsic relatlonship
exists betueen satisfaction and productivity. He suggests
that both may be a function of a third varleble, such as
cnbition or level of as=wiration. His research tends to
1ndicate that satisfaction and productivity -are correlated
cnly when caused by a tihlrd variable.
Lodzahl makes a rather clear dlstincticn bestween job j
setisfaction and job motivsation. He equates job satlisfac- |
Q:} . tion ' th the factérs gnd conditions Herzberg identified
as dissatisfiers. Both agree that job satlisfactlion is pre-
sent when job dissatisfaction is eliminsted. Ledahl, how-
ever, describes job motivation as being: P

Gosl directed in character 1n that it refers to
factors that pull people toward yerforming well in

%), Breyrield and W, Crockett, "Employees Attitudes

and Employse Performence,” Psychologicael Bulletin, LII (1955)
39642k,

15Herzberg et al, Job Attitudes (Pittsburght Psycho-
lozicel Service, 1957).

16Robinson, loc,._cit.

17Barry Collins, *An Ezperimental Study of Satls-
faction. Productivity, Turnover, and Comparison Levels,"
. (Microfilmed Doctoral Thesis, Northwestern University, 1963).
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order to achleve self estecem, recognition, and enjoy=
ment of work itselrf,l

Indsed Lodahl would prefer to label the Herzberg

satisflers ss job motivators and the Herzberg dlssatisfiers

as Job satistiers, Desplte the apparent confusion in TOrQd=-

ing, the basic intent and reanlang of Herzberg and Lodahl are

y
similar, The distinetion between Jjob satisfaction and job

motivation as Herzberg se2s 1t 1s as followst

Man tends to actuslizs Mmself in every ares of
1life, and his job is onsz of the most important aress.
The conditions thst surround the doing of the job
cennot give ‘him this bssic satlsfactions they do not
heave the potentiality., It is only from the periform-

ance of a task that the individval can get the rewerds ;
that will reinforce his aspirations.i9

(:\ Herzberg cleariy equates the satisfiers identirfied
o)

in his study with Jjob motivation:

Sinece 1t is in the aporoach sense that the tem
motivation is cormonly used, we designate the Job
factors ag the motivators ags opposed to the extra~ ‘
Job factors, whleh we heve labeled the factors of
hyglene. It should be wnderstood that both kinds y
of factors meet the needs of the employees but it .
is primarily the motlivators that serve to bring

about the kind of improvement that industry is seeking
from its work force,

Much of the job satlsfaction-Jjob dissatisfaction

research, particularly in education, has failed 4o cone

4

18roden1, op. eit., o. 487, '

19Herzberg, g0, cit., pe 114, '

20Tp14,
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sider the strong possibility that some factors are indeed

£

otivators while other factors conbtribute little to job
motivation. 1In commenting cn motivational study tech-
niques, Lodahl cites s basic research flous

Studles of motivation of workers have lorgely

been limited to sources of job satisfaction, which
is a relatively shallew level in the motivational
hierarchy.21 '

An ezaminstion of Maslow’gl? thzory of human moti-
vaetion will serve o wlaoe The Hergberg and Lodahl studies
in perspectivs. Maslow wrovoses a theory of human motiva-
tion which is chorscterized by five baslc needs, These are

physlological, safesty, » clol, esteem, snd self actuslizo-

”~

tion. The five beslc needs sve related to sach other and
ars arranged in . ilerarchy of prepotency. Esseantially,

the most prepotsnt nesd ceccuoles, and to a certain extent

'monopolized, en Individuelis sttention while less prepotent

needs are minimized. When 2 need is falrly well satisfied
the next prepotent need smerges and tends to dominate the
individual's consclous life. Gratified needs, according

to this theory, are not sctive motivators of behavior.

2lrodent, ov. cit. p. 483.

Horper and Bros., 195

225, H, Maslowa)Motivation.and Personality (New Yorks

- pmas - e
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Porter23, in adeptins the Maslow hiersrchy of
needs for his research, has =liminated whysiologlcal needs
from the list. Presumebly, the rationale for Porter's
elimination of physiological needs is simoly that in our
soclety this category lecks ths prepotency to motivete be-
havior for most neople,

The agsumptic . thst lower order neads are well met
and seldom motivete Lenaviory apyéars to be suppdfted by the
research of Herzberg, Lodahl, snd Anderson, Essentially,
the lower order needs and perhaps even sociel needs approach

the Job satisfaction coneept, while the higher order needs

- approach the job motivation concept.

STUDIES IN EDUCATION

Research on jeb attitudes in educstlon has tended
not to differentiste between factors which satlsfy teachers
and factors which dlssatlsfy teachers. The terms sotis-
factlon and dissatisfoction indeed are used but are con-
ceptualized on o continwm. The basic assumption of this
premise 1s that if a dissatisfier is identified, prbviding
for the eliminetion of the dissatisfiey wlll result in

23Lyman Porter, “Attitudes in Menagemsnts Perceived
Deficlencies in Need Fulfillment as a Functlon of Job Level,"

Journal of Applied Psychology, XIVI (1962) 37s.
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teacher satisfzction. Or, if & satisfier is identified,
fallure to malntain the satisfection condition will result
in dissatisfaction.

The Thorndlks and Hozen studyzu iz a major exemple
of the "continmuum?® agsumption in studying Job satisfaction
eand dissatisfactlon in education. Thorndike and Hagen
presented an 2 nricrd list of satisfilsrs and dissatisfiers

to a ssmple of tzachmrs Th

M

checkllst was supplemented
by a free response situstion whereby subjects were permltted
50 volunteer factors thai would e imporbaat in orinsing
into end Zeeping young msn i teaching. The-factor
vclunteered and chsciad by subjects wers catezorized into
sources or satlsfacblon and dissatisfacticn., In commentiné
on the distribution of ‘factors, ths authors state “only
about one-third msuticnsd rsspset by the people of the
communlty as & scurce of satisfacticn., This is consistent
with a sutsequent r£indins that lack of respect was fre-
qusently mentioned as one source of dissatisfaction with

work in teaching.®25

24Robnrt Thorndlke and Ellzabeth Hagzen, Characteris-

tilcs of Men Who Heave Bomeined in and Left Teaching. “Co-
operative Reseawoll Pruvram, “Unlted States Office of Education
Number 574 (washinoton: Government Printing Office, 1960),

2514,
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A summery of recent jJob satlsfaction 2nd job
dissatisfaction studies in education, conducted by
ThorndikeZG, Rettig27, McLaughlinzs, and Budd29, is pre-~
sented 1n Table V. The table indicates an inconsistency
in the faéﬁors that appear as satisfiers and the factors
that appear as dissstisfiers. Salaxry, for exemple, ap-
pears on two occaslons as s satisficr and on three oc-
caslons as a dissatisfisr,

‘A careful study of the table sugzests tuo import-
ant implications. Factops thet are concerned with the
inherent velue of work itself do not appear in dissetis-
faction categories, but only in satisfacticn categories,
Factors that ere concerned with the conditions and en=
Vironment of work appesr more frequently in dissstisfaction
categories then in satisraction categories. This observa-
tlon is similer to the observetion mede by Hexrzberg in a

review of industrial studies.

261p14,

273, Rettlyg and B. Passmenick, "Status snd Job
Satlsfaction of Public School Teachers, " School and
Soclety, LXXXXII (1959) 113,

283, Mcloughlin and J. Shea, "Colifornis Teschers'
Job Dissatisfacticn,” Californis Journsl of Educationel
Research, XI (1960) 218,

29w. Rudd and S. Wisemen, “"Sources of Dissatisfaction
Among & Group of Teacherg, " British Journal of Educational
Psychology, XXXIII (1962) 273, R

ERI

Aruitoxt provided by Eic:

Q




Dbk,

.4,‘
43
sInoy
: IemnEsy °g
) 20UDI8 JIOJUY .
I AATUNTEOD IO qusDNaAS
PIB0q Tooudgs °/ Jo 2dlT 4
- seTaTUMgIodds 98Fasaxd
snasgs MOT  °9 . QOﬂpoaomm oN °Q pUR Snqeas  °¢
HIOM TBUOTS AUBWEA TN LD quewaInbde
-S9J0IG X0OJ TUS ST8TI93BW pUe ST3TISSG?
swWyy JU IO0YE  °§ Jo IoeT °§ SO OB °5 £4aganoss  °G
seTqnyp SqUePILLE S LaTumummoo
£Axcsgaxecng 4 PIGISTSQUTLY % LIeTes *h L4 pesgosdassy
atvsmdinds
DB ST2TI312W sauopvnas Soss2To squepnss satisueg
JOo oI °*£ TDo3saIdjuUTUn  °f olxwy °*°L 30 gqosdssy  °L -LTeTes
J383s UlTi , SesPT
sATYSUOTA3TI. : N gahox UL S3004
-9% UsBEny I00d °% AxaTes MoT  °2 mﬂaﬂc@®p|m0m °z wopsexd  °Z U4 TH SUTIION
: Sx9Y0893
¥IOli UOTA4BTOWEL S oLk
AxaTes MOT °T TEOTIOTD °T AIBTES #MOT °T TENJO0STTsaUI °73 U3 s 4983U0D
SISTIST3BSSTP SISTJISTACSSTD SI9TISTABSSTP SI9TISTaES SI9TJSTa8BS
PPy U TUSNeIoNn S TPULOULL ST33°H SITPULOUL

- NOITLVOAUH NI SHEICALS NOILDVISILVSSIA ANV NOILOVASILVS QUIDHETHS

A ETIEVL




e o e e WA I gt "y

s,
{ ;
s

)

33

The majority of studies in Job satisfaction and
job di.sstisfaction of teachers eprassar to provide only
eceldentzl differentiation between footore which tend to
setisfy teachers and factors ¥hich tend to Gissetisfy
teachers. The basic essumption is that sstisfaction and
dissetisfaction sre ceneceptualized on & continuum. If the
Herzberg findings are accentable for teachzsrs, much of the
rezenrch 1n Job satisfrehion of taopciare npad much of the

practlice haged on this ressarceh zay be of doubtiful value,




CHAPTER III
METHODOLOGY

The over-aii design of this study followed, with
Some edditions and modirieations, the design G¢eveloped and
used by Herzberg, Basic to the desizn was the collection
of incidents Judged by respondents to pe representative of
thelr job feelings, Esch ineldent or Séguence consisted
of three phasess (1) the respondents! attltudes- expressed
in terms of nigh job feelings ead low job feelings, (2) the
first-level ang second~level factors which eccounted for
these attitudes, (3) the effects of thesge attitudes sng
factors eg reported by respondents, Through content enaly-

sie the factors which scecunted for the expressed attitudes

Used by Herzberg in the originail study, The effects were

sorted ang categorized in the sene manner,

Additions o ond Omissions gggg,ggg,ﬁerzberg Degign

In eddition to the Herzberz type most unusucl high
and most unusugl low attitude Séquences, subjects were Te-
quired to relete most recent high ang most recent low atti-

tude sequences.1 The four sequences were Classified ag

1The addition of most recent sttitude 8equences was
suggested by Robert B, Howsam of the Uhiversity of Rochester,

34
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followss (1) Wusual high attitude S€quence, (2) wnusual

low attituge Sequence, (3) recent high sttitude sequence,

g

(%) recent 1oy ettltude sequence, The sddition of most
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to improve the Teépresentativensss of responses from an
individual tg genersl storage of Teslings ang factors, In
the statistieal analysis, no differentiation was made bee
tween Wnusual attitude sequences and rzeent attitude se-
duences,

<:3 The inciusion of most recent ettitude S€quences
seriously limited the value of coding storieg into sequence
range gnd duration of feelings categories, Most reégnt
Sequences tended to be éxXclusively short-range and of short-
duration of feelings, Thus, the potential velue of coding
S€quence range and duration of feelings was reluctantly

forsaken fop hopefully improved validity in respondentg?
stories,
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SAMPLING PROCEDURE

The Population
The population for this study consisted of teachers

in school districts in Monroe County* The districts ranged
from semi-rur~l to suburban in orientetion znd in size from
e teaching staff of 36 to a teaching staff of 528, The
total sample populetion consisted of 3, 682 teachers.

The Sample

One hundred and twenty-seven respondents were szelected
at rendom from the 3,682 teachers who comprised the study
population. The sample wes drawm from 1lists furnished by
each of the participating school districts, Administraters,
guldance counselors, depsrtment chairmen not involved in
actual teaching, librarians, supervisors, and other non-
teaching persomnel were not included in the semple,

Responderts were notified by mall of their selec-
tlon and invited to participate in the study. Seventy-
one of the 127 tcachers agreed to participate. This ini-

tlal communicetion with respondents included a description

of the generel neture of the study but did not include

srecifically the nature or content of the‘;nterview. ORes»
bonents were then contac@ed by phone and interview arrangee
ments were mede. Interviews were conducted at schools, in

the homes of respondsunts, end at the University of Rochester,

. #Monroe County, New York

¥
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It seems appropriate to discuss sample gize and
its effect on the subseqﬁent analyslis of the data gathered.
The primary interest of this study was high attitude and
low attitude sequences end the factors which accounted for
these attitudes. Two hundred eighty-four were collected
for the study. The statistical analysis was based on the
number of sequences rather than the number of respondents,
Focusling on sequences was consistent with the method used
by both Hefzberg and Anderson. ‘

The sample included thirty male teackers and forty-
one female teachers. Elementary school positions were
held by thirty-seven respondents and junior high or senior
high school positions were held by thirt#-four respondents.,
Thirty-seven of the seventy-one respondents held tenure
appolntments. Respondents ranged in age from twénty-one
years to gixty-fou;.years with the average aze being thifty-
seven and'the medlan ege being thirty-two. Years of teaching
experience ranged from three months to thirty-six years with
the average experience beingz nine years and the median ex-

perience bsing seven years.
INTERVIEWING PROCEDURE

At the beginning of the interview, tha nature of

the study was explained to the respondent and long=-range
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Sequences and short-range sequénces wers defined,? The
interview outline was glven to respondents fer their in-
spection, Respondents who were judzged to be somewhgt
apprehensive about the interview were tolg that 1f, upon
completion of the interview, they hagd miszivings about
participating in the study they were welcoms to withdraw
and keep the interviey tepe. None chase.fo accept this
cffer, All respondents were assured of. eomplets BIOoNy =
mity,

Resvondents were told that they could stert with
elther a tine when they had felt wusually high or good
about their Job or a time when they hzd fels unusuwelly low
or bad about their job, After the first unusual sequence
each respondent was asiked to give ancther, If he had pre-

viously given » hizh story, he was then asked for a low,

The same procedure vas followed for mosgt fecent high feel-

ings and mogt recent low feelings.

Respondents were limited to four specliie sequences;
an unusual high attituge 8equence, an unusual low attitude
gequence, a most recent high attitude 8equence, and a most
recent low attituds Séquence. As indicated earlier, this

brocedvre differed from the procedure followes by Hexrzberg

A}

)

e subssquent analysis of dats did not include
& conalderation of long-rangs end short~rsenge sequenoces.,
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end Anderson, both of whom limited their respondents to

unusual sequences only, Further, theilr respondents were

rernitted to relate ag many unusual seguences ag they wished;
t

some respondents in the Herzberg study gave as many as four
unusual attitude sequences snd the everage number of se-
quences per respondent was 2.4 The interview outline used

in this study is included in Appendix B.
ANALYSIS OF THE INTERVIEWS

The technique of content analysis was used in coding

each sequence. Herzberg3 suggests two basic anproaches to

Icontent enalysis, The first is en & priorl =2yuyproach in

which the analysis is besed upen a predetermined categori-
cel scheme., The second approach extracts the categories
from the raw dats itself. Herzberg chose the a nosteriori‘
aprroach which produced categories specifically related to
the dats coliected in his study, Herzberg noted, however,
that ‘the resuiting categoricael scheme develoved through the
& posteriori apnroach was not very different from thet which
could have been derived from an anelysis of the literatura.h
The_schema used for content enelysis in this study'

Was & dlreet sdootion of the categories developed and uvged

3Trederick Horzbers, et. 8l., The Motivation to Vouk

L v tant mem v -

éi} (New Yorks Johwm Wiley end Sons, 19597, b. 37
Q aﬁerzberg, on. eit., p. 38,
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by Herzberg, and so‘represents en a priori approach, but

one based on empirical evidence,

?_h_e. First Level Fectors

The objective events, the actusl storles, which
were reported by respondents as bsing the source of high
Or low feelinzs about thelr jobs were codad ag flrst-level

factors, The factors, as defined by Herzberg, are as fole

lowss

1. Recognition, The me Jor criterion for this
category was some act of recoznition to the person svesking
to us. The source could be almost anyones supervisor, some
other individual in management, menagement as en irpersonal
force, a client, a8 peer, a professional collezgue, or the
general public, Some act of notice, pralse, or blame was
involved, We felt thet thls category should include what
we call "negative recognition,” that 1s, acts of criticism
or bleme, In ouvr subcategories we differentisted between
dtuations in vhich rewards were given along with the acts
of recognition and thosge in which there wers no concrete
revards. Note that we had meny sequences in which the
central event was some act, such ag a promotion or s wage
increase, which was percedved by the respondent as a
source of feelings of recognition., Thesge sequernces were
coded under "recognition second-lev el, " -

One might ask, since we hed a separate outegory for
interpersonal. relations, where we coded recognition and
where we coded interpersonal relations? The defining char-
acteristic was the emphasis on the act of recognition or on
statements characterizing the nature of the interaction
between the respondent and ths supervisor, peer, or sube
ordinate, we coded the Séquence ag a gtory involving inter=
pereonal relations. When the emphasis was merely on the aot
of recognition, this was not done,

2o Achievement., Our dsfinition of achlevement algo
included its oprosite, faellure, and the abgence of achleve=
ment. Stories involving some gpeclflioally mentioned suceceass
were put into this oategory and bhese insluded the followings
successful completion of a Job, solutions to problems, vindi-
cation, and seeing the results of ons's work,
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3. Possibllity of Grouth. The inclusion of a ,
pOsslbility of growth es on objective factor in the situa-
tion may sound paradoxical, but thkere were some sequences
in whieh the respondent told us of changes in his situation
involving objective evidences that the possibilities for
his growth were not increased or decrzased. An example of
thls 1s a change in status that officlally included a like-
lihood that the respondent would be able to rise in = com=-
pany, or the converse. For example, if a men moves from &
craftsman's position to that of = draftsman, the new status
opens up a previously closed doori he may evintually rise
to the position of design engineer or verhaps even project
engineer. When the respondent told us that this had been
clearly presented te him as part of his chenze, then possi-
bllity of zrcwth wes certelnly considarsd s a flrst-level
factor, Similarly, when an individusl was told that his
lack of formal educetion made 1t impossibls for him ever

to advance in the company, "negative® possibllity for
grouth was coded.,

Possibllity for growth, however, hes another con-
notation. It ineludes not only the likelihood that the
individual would be sble to move onward end upward within
his organization but also & situation in which he ig sble
to advance in his owm skills and in his profession. Thus,
included in this category were stories in which & new ele-
ment in the situstion mede it possible for the respondent

?o %earn new skllls or to acquire a new professional out-
ook,

4, Advancement., This category was used only whan
there was an actus change in the status or pesition of
the person in .he company. In situations in which an in-
dividual transferred from one part of the company to another
without any change in status but with increased opportuni-
ties for responsible work, the change wes considered an in-
oreased responsibility (for which we have a category) but
not formally an edvancement.,

S5 Salary. This category included all sequences
of events in which compensation plays a rols. Surprisingly
enough, virtually =11 of these involve wage or salary in-
creases, or unfulfilled expectation of salary increases.

6. Interpersonal Relations. One might expect that
interpersonal relations would pervade almost ell of the

gequences. They do play 8 role, necsssarlily, in situastions
involving recognition or changes in status within the company
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Or company and manegement policiess however, we restricted
our coding of interpersonal relations to those stories in
which there was some actusl verbalization agbout the char-
acteristles of the intsraction betwesn the person speaking

end some other individual. WYe set this up in terms of three
major categoriess

Iaterpersonal relations-superior
Interpersonal relations-subordinate
Interverso:al relations- peer

Eﬁor the vurpcses of this study, suhsrdinstas included
students dirsctly rssponsible to the tazchsr or in contzet
in any cepacity with the teacher. Peers inciudad fellow
teachers of equal rank (supervising teschers were cone
sldered as superiors) snd parents of students in the school
or school distriet. The inclusion of both parents and
teachers in the same category may have caoused some pollution
of the data relating to interpersonal relations (peers).
Howsver, teachers responded infrequently to interaction with
fellow teachers as soureces of high and low job feelings&j

7. Supsrvision-techniecal. Although it is difficult
to divorce the characteristics of interpersonsl relation-
shlps with one's supervisor from his behavior in carrying
out hls Job, it seemed to us that it was not an impossible
task., We were able, with a high degree of rellablility
among independent coders, to identify those sequences of
events that revolved around the characteristics of inter-
personal relationships and those, classified under the
category supervision-technical, in which the competence or
incompetence, fairmess or unfalrness of the supervisor vere
the critical characteristics. Statements about the super-
visor's willingness or unwillingness to delegate the res=-
vonglbility or nis willingness or unwillingness to teach
would be classified under this category. A supervisor who
kept things humming smoothly end efficiently might both be
reported as factors in a sequence of events that led to
exceptional feelings about the Job,

8. Responsibility. Fectors relating to respcnsi-
bllity end authority are covered in this category, whion
includes those sequences of events in which the person
speaking reported that he derives satisfaction from being
8lven responsibility for his own woxk or for the work of
others or being given new responsibility. It also includes
atorles in which there was a loss of satlisfaction or a
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negative sttitude towsrds the Job stemming from a lack of
responsibility. In cases, newever, in which the story re-
volved around s wide gap btetwesn a seirzonts authority snd

the authority he needed to carry ovt his Jcu responsitilities
the factor identified was "ocompeny riliny end edministration.”
The rationale for this wss that such s dlzerepancy between
authority and Job responsihilities would ts considered evi-
dence of poor managenent.

9. Compony [Schooll poliey snd sdministretion.
Thls category describes those compenents of & sequences of
events in vhich scume over-sll aspscet of ths company was
a factor, We identified two kinds of cvepesll comnany
policy and administration cnzrsctsristics. One involved
thz adzquaey oy losdesuacy of ecnmnny ariesdzy
zanagsment, Thus, there cen szist 2 =itasiio
man has line: of communiesticn orsesing In such 2 way thors
hie does not reslly know for whua hs is orking, in which
lie hes Inadequate authority for satisfrotory conplsetion of
nls tesk, or in whieh a ccurany polliey 1s not cziried out
because of inadequate orgemizstion of the work,

The sscond kind of over-all chsrecteristic of the
company involved not iradequecy but tha harpfulnsss of
beneficlsl effects of ths company's peilcies. Thzase ars
primarily personnel wolieles. These colicies, when vierrzd
negetlvely, are not describzd es Insffsctive, btut rather
as "malevolent,.®

10, Yorkinz condliions. This category vas used
for stories in which the physical conditions of worl, the
emount of work, cr the facilities avellsble tor 2oding the
work wvere mentloned in the sequence of events, Adeguacey
or 1nedequacy of ventllatvion, lishting, tools, space, end
other such envirommentel cheracteristics would be ineivded
here.

11, Work itself. work itself was uzed when the
respondent menticned the esctusl dodns of the job or the
tasls of the Job g 2 source of good or bad feelings shout
1t. Thus, Jlobs can bz routine or veried, crestive or
stultlirying, oveily essy or overly difficult., The dutles
of a position con include an opportunlty to esary through
an entlre operstion or they cen be restricted to cne minuto
aspect of it,.

B e e LA S———————_
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12, TFactors in personal 1ife. As previcusly indi-
cated, we did not accept sequetices in which a factor in the
personal life of an individusl having nothing to do with
his Job was responsible for a reried of gocd or bed feel=-
ings, even Af these feelings afiected :he Job, We did
accept situatiors in which some ggpect of the Jjob affected
personel life in such a way that the sffect was e factor in
the respondent's feelings sbout his JODeess

13. Status. It would have bsen eesy to slip intc
the trap of inferring status coensideration irom other fzc-
tors. For exemple, it might be considered that sny
advancement would invclve & change in stoing and ougnt to
be thus coded., This was not done. %Stetus® twas coded
only when the respondent sctuslly mentioned some sign cr
appurtensnce of status as being s fsotor in his feelinzs
sbout the job,

14, Job security. Here ezein we were not desling
with feelings of security, since thase wire codsd es seconde
level fectors, but with objective sizns of presence or
absence of Job seseurity, Thus, we included such considerc=
tlons es tenure and company stability or instability, vhich.
reflected in some objzective way on & verson's Jjob security.”

The Second-Lavel Factors v

The second-level fastors were catescries which eone-
stituted respcndents: feelings as 2 result of the obviectirs
storles they had rslated end the eititudes they had identi-
fled. The analysls of second-lavel factors came primerily
from respondents’ answers to two questlonst "Cen you tell
me more vreclsely why you felit the vay you dild ¥ and “ihat
did these events mean to you?® One regpondent related a
story lnvoliing a merit salery increase es o scurce of gsod
feelings ebout his job. When asked vy he felt the way

he did, he replied, “It meant that the sdministretion or

SHerzbarg, op._oit., op. 44b9,-

a




. . . ‘
» . N * .
BRIV Py i = e

- e e e e T ke R et v e e 4 o oee
i R T T Tt e rrm ekt wegp Pu A~ & e - . § - nw -— -

S L - o H5

c

-

who ever was resvonsible for tns luoreszes £:1t tuat I was
dolng = good job.® - The flrst-levsl fzeotor in this sequence
mas'coded as s2lary. This wes the coizetive ceocurrenes,
The second-level factor i this ségusacs, huisver, wes |
. . . . . J
. . . 1
coded as recognition. Tha respondent peresived the merit
incrzase as o sourcs of rscozniticn.
The second~level factors srs S:finzs in terms of
thelr literal or comucn usazg. Ths 1ist of second-levzl
factors, as used by Herzberg, 13 as roilovss
1. PFeelings of reeoznition 4
2. Peelings of =zchieveasn:
3. PFeelings cf possible EroiTin, bhloeis o Erowch,
flrst-level factors pereecived =s evidence
) of actual growth : _ <
(. , , Feelings of responsibility, lack of responsi-
: bliity o diminished reszonsitiliity
5+ Group feelingss feelinzs of belenzing eor
"~ 1sclation, sceclo-technicsi or pursely
, social
O. Feellngs of intersst or lack of interest in ‘
the psrformsncz of the Jebo
7. Feelings of inecreased or deerzazszd status
8. Feelings of increased or decreasad security
9. Feelings of fairness or unfalrness . ‘
i0. Feelings of pride or of inadequacy or guilt |
il. Peelings abcut salary* ’
*This fsctor was included to cover those situstions
in which the first-level factor wes viewed prinzrily as a |
sourcs of the things that money can bring. If an snswer to
the question, “War did this promotion make you feel gocd?® j
wasy "I like the idea of being able to maks more money, " thzu ‘
the seecnd-lsvel factor was coded "salary, #9 |
Z
“Herzberg, cp. eit., p. 50.
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. The Effects
The anslysls cf effects was gensrally dependent
_upop‘the procedure and effects categories developed by
Herzbérg. F}vé ca?egories of effécts werz used, (1) per= |
fo#ménée effécts, (2) turnover effects, (3) mentel-health
effects, (&) 1nterpersonél relations sffects, and (5) at-,
titudinel effects., |

dearily from res-

~

The analysis of effects csme ¥
pondents*. snswers to the follovwing cussiions:

1. Did these feelings affect the wey you did your o
Job? How? FHow long did this go on? ‘

. ‘ 2. Can you glve me & speeific exampls of ths way
in which your performsnce on the Jeb was af- o
fected? ,

PN

3. Did what happened affect ﬁour personaily-in
any way?

k. Did what happened affect the waey you felt about .
working in that schocl or that school district?

5. Did the consequencss of what happened affect your
career?

C. 'Did what happened change the way you felt about
the teaching profession?
CODING PROCEDURE

The next step in the analysis of the interviews re-

quired that the factors contained in the high and low atti=-

e e ok el T UV - - - o vt

Aruitoxt provided by Eic:
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tude stories of resmondents be ldentificd-and coded into
the categorical scheme., Further, zines seversl factors
could appear in s given sitory, the rector whien coantributaed

-most to the expresséd feeling wes t¢ be lsolated for sub-

’-

sequent analysis. B . : o : ‘o o | g
Each sequence was codead, 1qa=ppu¢eﬂtly, but threé of
five Jvdges. Judges included the inves 1gctor, thrse gro-
dvate students in educetionsl -administrntiocn, and one wife
of & greduate studs2nt. Mo of the‘five judges YEeIre women.
The training p%riod for judwrs c"ﬁqisU a of e
l vhases. Phase one required the judges'to bacomne thoroughly
{'} familler with the catezoricael scheme and the factors as
defined by Herzbérg. Juﬁres were then brought uogethor to.
listen to twelve sequences gathered in 2 pilet study. The
Judges coded the tirelve sequences independently end dis;
cussed checlces and disagreements. After two factice
sesslong, the juises felt sufficlently attuned to begin the
actual analysis;
A total or 284 sequenées were codad for the study

; Coding decisions were classified as unanimous cholce,

ma.jority che! ce, or consensus cheleec. Unsnimous choice
vas & result of three judzgas egreeing in ecoding. Majorlity
cholce wes a result of two Judges agreeing and one dis-

agreelng. The fachtor coded by the mejordty was accepted,

:
l
e . S .
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Three-way dlsagreement among coders ccnstituted a con-

sensus cholces the coders were required to listen to the

.

‘sequence again and were foreed to arrive at o consensus

decision.’

=%

The coding cholces: of juagss for each of the Tipst .
160 sequences are reportsd in Appendiz €. For the fipst-

Y
.

level factors, there wers 87 uvnanimcus decisions, 69 ma-

jority.decisions, znd B consensus deelsions, For the second-

level factors, theres wers 95 wmaninmcus decisions and 64 mzjor-

ity decisions. Threeuﬁay disagreements did nct occur for
the second-level factors, i

Coding sheets for each respondent were tabulated'by
hand end data put on I.B.M. cards.,  The summary of the data
and the statistieal computétioﬁ for Hy was done at tﬁé
University of Rochester Computing Center.! The statistical
computation for H1 vas done manually.s

Flgure 1 summarizes the basic features of the con~-

tent analysis.

7C. Reynolds, "CHOMOB: Chi Squares,” (Rochesters

Unlversity of Pochester Computing Center, File No. 11.9.504,
1964). (Mimeographed. )

8Quinn MeNemar, Psychological Statisties. (New York:
John Wiley and sons, 19 s Do 225,




P el

.

.
A IR V- S

Lt w W ot Bt Syt W d

.
CON

s1sdTeuy 3juajuo) 3yl Jo saanjeog udIsoq oIsSeq

[ aan81g-

\\f $IV9IFD «—[2AD[ PUZ <@-—[IAIT IS

Juadax MO

Ju9oax YSIH

souanbag Mo

aouanbag y3IH

- 92TI0893®D
sa1x038a3e) |- : .
. . : pue
g Sx9qz 9y
( 310S | $3093F9 ~i—19ADT pug -=-—Id9A27 3IST
POTITPON ‘
BLIDITID >sa3pnf = — S309JJd <! sacj3oey <

sTsdTeuy 3juajuo)

. ’ )
. s ]
.. .
"
-
- ll -
. .

sjuarg Jo aouanbag

! ,

‘ : MITAIDJU]T

sopn3IIIv




-
o Cotaks e AP

}“w“mwmv—m,~wr~;:-mvmnw~:n- Ty B SN S I W g Ve TI e e Aatnas T T

. . . .
A DAL it 2 Sl 2t e e 1 - - =, o o o, LS b - P

CHAPTER IV
THE ANALYSIS OF RESULTS

The results of the study ers prscentsd 4n threo

Lo vy

.sections. The first zectlon roverts ths rwgutts relating

to .the mutval exelusiveness. of fecters for the totsl sample.

.'\

Thls sectlon includes an aneiyels of the flrst-level and

seecond=-level foctors whi,h sppiarad In i
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The second sscticn woresents tha findiaxs reléting
to sub-group diP”err 162 Tor sach fector. This sectiqn
includes an analysis of the differsnce ln responses for
sach factor for mzle Taechiers as compared with female

teachers, tenurc teschers as compared wit

o o
)..a
>
o
(o]
o

d‘
CD

wlth secondary schocl teschers,

The third ssction contains the results of the

effects analysis.

RELATIONSHIP BETWEEN HIGH ATTITUDE FACTORS
AND LOW ATTITUDE FACTORS

High Attitude Szquenee

("}

S

Table VI includes the vereentage of each firste

level factor which?appeared in the 142 high attitude

50
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TABLE VI . M h | ‘ .
PERCENTAGE OF EACH FIRST-LEVEL FACTOR APPEARING -
IN HIGH AT?ITQDE SEQUENCES #CR THE TOTAL GROUP . ' ;
| High Athitude Ssouencas L
-Factor - o R NS=142#

‘1. Aehievement = . . 30 . o E K
2. Recogaltion - 28 S R
3., Work 1ts§lf _ o1 |

" b, Responsibility 7
5. Advancsmsnt’ 0
5. BSalary | _ 2 |
7 Possiﬁility of Growth & |
8. Internersconal relatlons : ,
; (subordinates) 7 <

9, Interpersqhél relatiqmé

(superiors; 3
10, Interpersonal rsiaticis R
(peers) _ 1 ‘ ‘

11, Supervision technical 1

12, School policy and
' administraticn 2 i

13. ﬁorking conditions 2 &

14, Personsl life 0 .

15. Status 0 L

16. Security 0 ;1

. #NS in this table and in subssquent tables refers to
number of sequences.

Percanteges in this table and in subseqguent tables are
approximate but do not wary more than ,0075.
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sequences'for the totel sample, Sixty-nine pexr cent of
the sequences which acecunted for i bn Job attitudes in-
cluded the first-level factors achizvemsant, raeognition,
and mofk'itself. Reepon ibilit". ayed ;g seven per
cent of the high attitude sequsncss, ‘xéveneement did rot .
 eppear in the 142 high attitude storiss.

First-level faetors six thre nzn sixtsen apps ared

in twenty-four per csnt of tha nizh ettic 'A% SEQUANCES,

The major contributors to the fwantsw

possibility of grewth (6%), =nd interpersonsl relstions with ' o
subordinates (7%). Parsomsl life, status, end security dia
5’3' not appeer in high ettitu&e sequences. : _ o

Percentages of sscond-level fent ors which appearsd
in high attitude gzquUences are presentsd in Table VIIL
Achievement, whlch eppsared in fifty per cent of the gee

quences, was the dominsnt second-level fuctor for the

highs. Recogniticn appeared in twenty-one psr cent of ths '
sequerices 1ﬁvolv-1ng high Jeb feelings.. The remaeining fe.e-
ters appeared in %wenty-nine per cent of the high attitude
sequences. The major contributors toVﬁhe'twenty-nine per )
cent were work itself (6%) and possitle growth (6%). The : J
second=-level factors edvancenent, status, salary, snd feir- o
ness did not eppear in high attitude sequsnces.
"The 142 high attitude se uencss for the total

O | |
5 ue

semple were dominated by the appsarance of thres firste z |
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G | © TABLE VII |
éERCEN‘I’AGE OF EACH SE.CONJS-LEVEL FACTOR APPEARING
IN HIGH ATTITUDE SEQUENCES FOR THE TOTAL GROUP
High Attitude Seque '
Factor - NS=142
1. Recognition 21
2, Achievémént ' f 50
3. Work 1fself. | 6
b, Possibls growth é
5. A@vamcémemt. 0
6. Bes%onsibility ol
7. Group feslini: 3.
8. Status 0
é:} 9. Securlty 5
10. Falrness-unfailrness Q9
11, Pride, gullt, inadegiacy 5
12. Sezlary 0
O

L A—— Ay Wy nmn gy .
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_level factors, achievement, recognition, and werk itself.

The ansalysis ‘of second-level factors re¢vesled tuwo dominant

fac tors, achievement and recogniuion.

_Lon Attitude'Seouences"

The percentage of caoh ‘1rst-1=vel fao or Vhioh
appeared 1n the 142 low attitude sequonces for the tote
group is reported in Table VIII. Interversonsl rele*ion
(cubordinates), interoersonel relotions (peers), super-
vislion technlczl and-school policy and~edmin1stration ep-
peared in fifty-elight per:cent of the low attitude sequences,
Achlevement, recognition, work itself, responsibility and
advancement accounted for twenty-one ﬁer cant of the in-
cldence of factors which appeared in the lows., Status did
notv appear in Xow sttitude eequenoes. |

-

Table IX pressents the percentsges of each second-

level factor which appeared in low attitude segquences for

the total group. Feellngs of unfairness, with thirty-two
per cent, was the dominant factor. Feelings of guilt and

inadequacy, securlty, and work itself appesred in thirty-

one per cent of the low sequences., Recognition with seven

per cent and lack of achlevenent with thirteen per cent

were other contributors to low job feelings. The remain-

'ing six factors appearsd in fifteen per cent of the low

sequences. The factor advancement did not appear in the

lows.,
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{r) TABLE VIII

PERCENTAGE OF EACH FIRST-LEVEL FACTOR APPEARING IN
LOW ATTITUDE SEQUENCES FOR THE TOTAL GROUP

Loy_Attitude Sequences
Fector NS=-142

1. Achievement
2. Recognition
3. Work itselfr
L

9
2
8
. Respongibility 1
5 Advancemgnt 1
6. Salary 3
7. Possibility of growth 2

8. Inter:ersonasl relatione

(subc rdinates) ' 20
- 9. Interpersonal relations
(; ) (superiors) L
10, Interpersonal relations
: (peers) 15

12. School policy eand
administrstion 13

11. Supervision technieal 10 1
13. "Working conditions
14, Personal 1ife

15. Status

O \n o

16, Security
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TABLE IX

PERCENTAGE OF EACH SECOND-LEVEL FACTOR APPEARING IN
LOW ATTITUDE SEQUENCES FOR THE TOTAL GROUP

Low Attitude Sggggnces.

Factor Ne=142 |

1. Recognition 7 ’
2. Achievenment ‘ 13
3. WOrk 1tselr 9
k. Possible zrowth 3
5. Advancement 0

6. Responsibility 2 ‘

7. Group feelings 3 ‘

8. Status 5 i
9. Security 11

16. Falrness-unfeirness 32 |
1i, Pride, gullt, inadequacy 11

12. Salary 2

SR YT e -
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The dominant first-level fectors which appeared in -
the 142 low attitude sequences for the totel group were
interpersonal relations (subordinates), interpersonal re-
létions (peers), supervision technical, end school policy
and administration. Thé dominent second-level factors were
Teelings. of unfalrness, lack of achievement, security, and

feelings of guilt-inadequzacy.

High Attitude Sequences Contrasted With Low Attitude
Sequences

Table X includes the pnercentages and values of

chl-squared ror the frequency with which first-level fsc-
térs appea?ed in high attitude sequerces and low attitude
sequences for the‘tptal group.

The'first-le&el factors which appeared more often
in high attitude sequences were achlevement*, recognitlion®,
work itself, responsibility*, and possibility of growth.
The flrst-level factors which appeared more often in low
attitude sequences were advancement, salary, interpersonsl
relations (subordinetes)#*, interpersonal relations ( sup-
eriors), interpersonal relations (peers)*, supervision tech-
nicél*, school policy and administration®*, working con-
ditlons, personzl life*, and security.

The percenteges and values of chi-squared for the

frequency with which second-level factors appeared in

*¥Difference between Highs and Lows is siénificant.

. Minimum P=,05.

l :
. A PPt - i St A ks
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TABLZ X

JR— e R DU

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY

WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN HIGH
QNTRASTED WITH
SEQUENCES FOR THE TOTAL GROUP

ATTITUDE SEQUENCES AS C

LOW ATTITUDE

Chi Squared p

Factor . High Low
( : NS=142 NS=1%2
1. Achievement 30#% 9
- 2.  Recognition 28#% 2
2. Work itself 11 8
. Responsibility Y aud 1
2+ Advancement 0 1
6. Salary 2 3
7« Possibility of growth 6 2
8. Interpersonal relations
(subordinates) 7 20%
9. Interpersonsl relations
(superior) 3 L
10, Interpersonal relations
(peers) 1 15%
11. Supervision technical 1 10%
12. School policy and
administration 2 13#
13. Working conditions 2 6
14, Personal 1life 0 o
15, Status 0- 0
16, Security 0 - 1

10.500
30.139

o 346
5.818
1.454
7.605

«900

14,086
8.470

10,227

2,083
50142

.01
. 001

005

.01

.001
.01

.01
.05

*Difference bétween Highs and Lows is significant,

Chi Sgﬁared value required for significance at. the «05 level
is 3.841, '
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high attitude and low attitude sequences are reported in
Tzble XI.

The second-level factors which sppesred more often
in high attitude sequences were recognltion*, achievement#,
and possible zrowth. The secondtgevel factors which ap-
peared more often in low attitude sequences were work it-
self, status, security, feelings of unfalrness#*, feelings

of gullt and inadequacy, and salary.

Unusual Sequences Contrasted With Recent Sequences

Table XII presents the percentage of each signifi-
cant flrst-lavel and second-level feactor which appeared
in vnusuel high 2nd low attitude sequences ag comvared with
recent high and low attitude sequences.

In general, differences between the appearance of
factors in unusual =s compared with recent attitude se-
quences were smell., The major exception to this tendency
wes for the second-level factor'"fairness-unfairness.“

This fector appeared in twenty per cent of the unususl
low avtitude sequences and in twelve per cent of the rec-

cent low attitude sequencss.

Summary
The results presented in the first section demon-

strate that meny of the factors which accounted for high

*Difference teotween Highs and Lows is significant,
Minimum P =, 050
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TABLE XI

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH SECOND-LEVEL FACTOR APPEARED IN HIGH
ATTITUDE SEQUENCES AS CONTRASTED WITH LOW ATTITUDE

SEQUENCES FOR THE TOTAL GROUP '

Factor Hig@;f Low Chi Squared P
NS=1h2 NS=142
1. Recognition 21% % 7 9.025 .01
2. Achievement 50t. :.13 26,677 .001
3. Work itself 6 9 190
k. Advancement 0 © 0
5. Responsibility 4 L
6. Group feelings 3 3
7. Possible growth 6 3 1.230
9 8. Stetus 0 5 5.1428 .05
9. Security 5 i1 . 1.565
10. Falrness-unfalrness 0 2% L3,022 .001
11, Pride, guilt, inadequacy 5 11 2,782
12, Salary 0 2

*Difference betweeh Highs and Lows is significant.
Chi S%Eared value required for significant at the .05 level
is 3.841,
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Job feellngs of teachers and many of the factors which
accounted for low job feelings of teachers were mutually
exclusive.

The hypothesis relating to the no difference in
the proportion of times teachers report a given factor
as a satlsfler and the same factor as s dissatisfier was y
rejected for elght of the sixteen first-level factors and
Tfor three of the twelve second-level factors.

The first-level factors which appeared significently
as highs (es contrasted with lows) were recognition, schieve-
ment, and ‘responsibility. The first-level factors which ep-
peared significantly as lows (as contrasted with highs)
were interpersonal relations (suﬁordinates), interpersénal
relations (peers), supervision technicél, school policy end
administratiocn, and personal life.

Achievement and recognition were the second-level
faétors vhich appeared significantly as highs. Feelings
of unfairness was the only second=-=level factor which ep=-

neared significantly as a low.
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SUB GROUP DIFFERENCES FOR EACH FACTOR

Male .Teachers Contrasted With Female Teachers

The percentages and values of chi-squared for the
frequency with which flrst-level factors appeared in high
attltude sequences for nale respondents as compared with
femele respondents are presented in Table XIII. Threc
prominent differences in responses were noted in the high
attitude sequences. Achlevement and work 1tself appeared
more often in rfemale respondent high attitude storles. . Re-
cognition appeared more often in mele respondent high at=
titude stories.

The differences between male and female responsses
for second-level factors which appeared in high atti%udg
Seéquences are included in Table XIV. Meles responded more
often to respcnsiblility and feelings of pride as sources
of high job feelings. Femzles responded more often to
work itself and achievenment, None of the differences re-
ported in Table XIII and Table XIV was significang.

Differences in I'ésponses of male teachers and
female teachers for.loy attitude sequences sre included
in Table XV and Table XVI. The largest mele-female re-

sponse differences for first-level factors which appeared

in low attitude Seéquences were personal life, interpersonal

relations with peers, work itself, and supervision techni-
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TABLE XIII
PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN HIGH
ATTITUDE SEQUENCES FOR MALES AS CONTRASTED WITH FEMALES

HIGH ATTITUDE SEQUENCES NS=142

Factor Meles Females Chi Squared T

O~ O\n £ O =
®

NS=60 NS=82

20 1.9422
13 « 5549
2.0861

.8152

Achievement

Recognition .

Work itself

Responsibility

Advancement

Salary

Possibility of growth

Interpersonal relations
(subordinates)

Interpersonal relation
(superiors) '
~Interpersonal relations
(peers)

Supervision technical

School policy and

Administration

Working conditions

Personal life

Status

Security

.0610
1.3792
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é:} TABLE XIV

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE

FREQUENCY WITH WHICH EACH SECOND-LEVEL FACTOR

APPEARED IN HIGH ATTITUDE SEQUENCES FOR MALES
AS CONTRASTED WITH FEMALES

High Attitude Sequences NS=142

Factor Meles Female Chl Squared P,
NS=60  NS=82
1. Recognition 8 13 .0031
2. Achievement 20 30 .0048
3. Work itself 1 5 5909
*.4...Advancement 0 0
‘ S5« Resprnsibility 3 1 7430
6. Grcvy feelings 1 2 «2634
7. DPossible growth 3 3 .0005
{:} 8. Status 0 0
9. Security 2 3 0021
10. Fairness-unfairness 0 0
11. Pride, guilt, inadequacy b 1 1.5793
12, Salary 0 0
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 TABLE XV
PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN LOW ATTITUDE
SEQUENCES FOR MALES AS CONTRASTED WITH FEMALES

Low Attitude Sequences NS=142

" Factor Mele — Female Chi Squared P
NS=60 NS=82
1. Achievement L 5 .0970
2, Recognition 1 1
E. Work itself 2 é 4155
» Responsibility 1 0 .0321
5. Advancement 1 0 .0321
6. Salary 2 1 .7600
7. Possibility of growth 1 1
8. Interpersonal relations
(subordinates) 9 11 .0002
9. Interpersonal relations
(superiors) 2 2
10. Interpersonal relstions
(peers) L 11 .9825 -
11. Supervision technicsl 3 7 01342 ‘
12. School policy and
administration 6 7 .1053
13. Working ccnditions 3 2'
14, Personal 1life 1 . 0891
15, Stetus 0 0 :
16. Security 1 0 0321

T o e 2

s

e g

b
PP
B




67

| TABLE XVI
_ PERCENTAGES AND'VALUES OF CHI JQUARED FOR THE FREQUENCY
WITH WHICH EACH SECOND-LEVEL FACTOR APPEARED IN LOW ATTITUDE
SEQUENCES FOR MALES AS CONTRASTED WITH FEMA,ES

Low Attltude Sequences NS=142

Fector Mele Female Chi Sguared D
_ NS5=50 NS=8Z

l. necognition L 3 .8152
2, Achievement 7 6 .6513
3. Work itself 2 7 7486
k. Advancement 0 0

5. Responsibility 1 3 2634
6. Group feelings 1 2 .0029
7. Possible érowth 2 1 7600
8. Status 1 4 . 0891
9. Sccurity 3 8 .8196
10, Felrness-unfairness 13 19 . 0002
11. Pride, guilt, inadequacy 5 6 0023

12, Salary’ K ' 2 0 .9506

TR
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cel (cited more often by women teachers)

For second-level factors which appeared in low
attitude sequences minor differences are noted for work
1tselfr (ecited more orten by women) and salary (cited more

often by men).

Tenurs Teschers Contrasted With Non Tenure Teachers

Table XVII and Table XVIII include the first-leval
and second-level factors which appeared in high attitude
Sequences for tenure teachers as compared with non tenure
teachers. Large idfferences were noted for interpersonal
relation (subordinates) and achievement, These factors
were reported as sources of high job feelings more often
by non tenure teachers, Tenure teachers cited responsibility
and possible growsh more orten than non tenure teachers,

Second-level factors recognition, responsibility
and pride appeared in s larger percentage of tenure high
attitude sequences. Possible growth, and secﬁrity were
clted more Lreqven tly as sources of high job feelingzs for
non tenure te@ch ers. None of the.findings reported in
Table XVII and Table XVIII was significunt.

Differences in responses of tenure teachers sng

- non tenure teachers for low attitude sequences are included

in Table XIX ang Table XX. The first-level factor inter-

bersonal relations (superiors) appeared more frequently as

!
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TABLE XVII

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN HIGH ATTITUDE
- SEQUENCES FOR THE TENURE GROUP AS CONTRASTED WITH THE NON

: TENURE GROUP

High Attitude Sequences NS=142

Factor Tenure Non Tenure Chi Squared P
NS=74  NS=68
1, Achievement 13 17 « 9290
2., Recognition 15 13 .0500
3. Work itself 6 5 .0283
L. Responsibility 5 2 .6898
5. Advancement 0 0
6. Salary 2 0
7+ DPossibility of growth L 2 .9131
8. Interpersonsl relations
(subordinates) 2 5 1.2163
9. Interpersonal relstions
(superiors) 1% 1%
10. Interpersonal relations
.— (peers) 0 1
11. Supervision technical 1 0
12. School poliey and
administration 1 1
13, Working conditions 1 1
14. Personal life 0 0
15. Status 0 0
16. Security 0 0

PR R .
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e | TABLE XVIII .

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH SECOND-LEVEL FACTOR APPEARED IN HIGH ATTITUDE
SEQUENCES FOR THE TENURE GROUP AS CONTRASTED WITH THE NON
TENURE GROUP

High Attitude Sequences NS=142

Factor Tenure Non Tenure Chi Squared P
NS=7h Ns=68
1. Recognition ‘513 8 « 5201
2. Achievement 25 25
3. Work itself 3 3~
4. Advancement 0 0
5. BResponsibility 3 1 1.2866
6. Group feelings 1 2 .0091
7. DPossible growth 2 b 6513
. 8. Status 0 0
9. Security 1 L 3.6716
10. Falrness-unfairess 0 0
11. . Pride, gullt, inadequacy L 1 2,0133
12, Sala;y 0 0
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. TABLE XIX

PERCENTAw3S - AND VALUES OF CHI SQUARED FOR THE FREQUENCY

WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN LOW ATTITUDE

SEQUENCES FOR THE TENURE GROUP AS CONTRASTED WITH THE NON
TENURE GROUP

Low Attltude Sequences NS=142

Factor “Tenure Non Tenure Chi Squared P
NS=74 NS=68 :
1. Achievenment b 5 . 0244
2. Recognition 1 1
3. UWork itself 6 2 1.1840
4. Responsibility 1 0 .0102
5. Advancement 1 0 .0102
6. Salary 2 1 1754
7+ Possibility of growth 2 0 1.,1843
8. Interpersonal relations
(subordinates) 8 12 1.5174
9. Interpersonsl relations i
(superiors) Lw 0 3.8427  ,05
10. Interpersonal relations
(peers) L 11# 6.1061 ,05
11, Supervision technieal 5 5 i
12. School policy and |
administration 8 5 . 5776
13. Working conditions 3 3
14, Personsl 1ife 3 2
15. Status 0 0
16, Security 0 1 A

¥Difference between Tenure and Non Tenure Groups is
significant. Minimum value of chi squared for significance
at the .05 level is 3.841.
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TABLE XX

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH SECOND-LEVEL FACTOR:- APPEARED IN LOW ATTITULE
SEQUENCES FOR THE TENURE GROUP AS CONTRASTED WITH THE NON
TENURE GROUP

Low Attitude Sequences NS=142

Factor Tenure Non Tenure Chi Squared P
NS=7h NS=68

1. Recognition L 3 . 0345

2. Achievement : 6 7 . 0354

3. Work 1tself 6 3 . 5417

k. Advancement 0 0

5. Responsibility 2 2

6. Group feelings 3 0 2.0359

7. Possible growth 3 0 2.0359

8. Status L 1 2.0133

9. Security 2 O 5.2560 ,05
10. Falrness-unfalrness 18 14 .1165
11. Pride, guilt, inadequacy - 3 8 . 2.1376
12. Salary . 1 1 0102

*Difference between Tenure and Non Tenure Groups 1s
significant. Minimum value of ¢hi squared for significance
at the .05 level is 3.841.,
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a soufcé of low job feélinss for tenure teschers., This
finding was significent., Interpersonal relations (veers)
appeared more frequently as a source of low job feelings
for non tenure teachers. This finding was significant.
Non significant, but large, first-level factor differences
appeared for work ltself and possible growth (tenure
teachers), and interpersonal relations with subordinates
(non tenure teachers).

For second=level factors appearing in low attitude
sequences, security appeared nore often as a source of
low job fezlings for non tenure teachers, This Tinding
was signifieant. Non signficant, but large, differences

occurred for lack of possible growth, status and group

reelings. Tenure teachers tended to report them as sources

of low job feelings more often than non tenure teachers.,

Elementary School Teachers Contrasted with Secondary School

= e e e R e e s g Y

Teachars '
. The Tirste-level factors vhich gppeared in hig

attltude sequences for elementary and secondary school

teachers are included in Table XXI and Table XXII. Ele-

. mentary school teachers responded to work 1tself as a

source of high Jjob feelings more often than secondary

school teachers. Other elementery-secondary school teacher

response differences were smell.
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TABLE XXT

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH YWHICH EACH FIRST-LEVEL FACTOR APPEARED IN HIGH
ATTITUDE SEQUENCES FOR ELEMENTARY TEACHERS AS CON-
TRASTED WITH SECONDARY TEACHERS

High Attitude Sequences NS-142

Factor Elementary Secondary Chl Sguared P

O~ OV\n L -
®

Q.
10,

11,
12,

13,
14,

15,

16,

‘Personal life

NS=7L4 NS=88

Achlevement 17 13 2951
Recognition 13 1 . 3651
Work itself 6571
Responsibility
Advancement

Salary

Possibility ot growth
Interpersonal relations
(subordinstes)
Interpersonael relations
(superiors)
Interpersonal relations
(peers)

Supervision technical
School policy and
administration

Working conditions

n

N OWwW=~I
o

Frouw &~
b ol

«2933
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Status
Security
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Minumum value of Chi Squared for significance at the ,05

level is 3.841,
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TABLE XXII

PERCENTAGES AND VALUES OF CHI S
WITH WHICH EACH SECOND-

QUARED FOR THE FREQUENCY
LEVEL FACTOR APPEARED IN HIGH

ATTITUDE SEQUENCES FOR ELEMENTARY TEACHERS AS COli-

TRASTED WITH SECONDARY TEACHERS

High Attitude Sequences NS=142

Factor Elementary Secondary Chl Squared P
NS=7% NS=68
1. Recognition 103 10%

2. Achievement 27 23 . 0047
3. Work itself b 2 «2355

. Advancement 0 0
5. Responsibility 1 3 « 3257

o Group feelings 1 2

C:D 7. Possible growth 4 “2

8. Status 0 0
9. Seculrty L 1 -8026
'10. Fedrmess=-unfeirness 0 0 | |
11. Pride, guilt, ,&ina,dequacy 1 L .8782

12, BSelary 0 0

M SRE RIS sty o “mee F = he

: Minimum value of Chi Squared for significance at the
; _ .05 level is 3.841, _ . .
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Second-level factors work‘itself, achisvement,
pPossible growth ang security appeered in 2 larger pro-
portion of high attitude sequences for elementary school
teachers. Secondary school teachers tended +c resnond
more frequently to Tesponsibility and pride as sources -
of high job Teelings. None of the differences ronor ed
in Table XXI and in Table XXIT was signifiecant.

Table XXIII and Table XXIV present the rercentage
of eaech first-level and second-level Tfactor which appeared -
in low ettitude sequences for elementary ang secondarjﬁ ' {
school teachers. The first-level factors Interpersonal
relations (subordinates) and school policy and edministrs- {
Tion dig appear as more potent sources of low job 1 feelings
for secondary school teachers. Interpersonal relationgs j
(reers) =znd Supervision technical appeared more %eqvenulv _ . ;{
in low attitudé sequenses for elementerJ school tcecne“s.

Responsibility, status and guilt and inadequazcy
were second-level factors which appesred more frequently
&8 sources or low Job feelings for elementery school
teachers., Secondaxry school teachers Iesponded more fre-

quently to secufitJ and Unralrness as sources of low Jjob

attitudes., None cf the findings reported in Table XXIII
and in Table XXIV Wwas slgnificant,
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TABLE XXIII

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FREQUENCY
WITH WHICH EACH FIRST-LEVEL FACTOR APPEARED IN LOY
ATTITUDE SEQUENCES FOR ELEMENTARY TEACHERS AS CON-
TRASTED WITH SECONDARY TEACHERS

Low Attitude Sequences N§=142 4
Foctor Elementary Secondary Chl Squared P
NS=74. NS=63
1. Achievement L g - . 0549
2. Recognition 1 1
3.. Work itself b L
k. Responsibility 1 0
5. Advancement 0 1
6. Salary 1% 1% 4
7+ Possibllity of growth 1 1
8. Interpersonsl. relations
(subordinates) 9 11 « 2069
2. Infterpersonal relations '
(superiors) 1 3 « 3257
10. Interpersonsl relstions
(peers) 11 L 2.,2062
11. Supervision technical 7 3 6571 ‘
12, School policy 2nd ' '
administration g 8 . «5815 : 4
12. Morking conditions 2 2355
14. Personal life 3 2
15. Status 0 0
16. Secuirty 1 0

Minimum value of chi squared for significance at the
«05 level is 3,841, : |

A
W»———v'n—ﬂ LT -

‘
v
| ¥ y—— Ty ¥ ———y T Y T
-~p J t "y - - v > e M A
. B
PArar by ERIC. . " .




’8

TABLE XXIV

PERCENTAGES AND VALUES OF CHI SQUARED FOR THE FHEQUENCI
WITH WHICH EACH SECOND-LEVEL FACTOR APPEARED IN LOW
ATTITUDE SEQUENCES FOR ELEMENTARY TEACHERS AS CON-

TRASTED WITH SECONDARY TEACHERS

Low Attitude Sequences NS=142

Factor . Elementary Secondary Chi Squered P
NS=7% NS=68

1., Recognition 3“ 4 2778
2. Achlevement 6 7 .0821
3. Work itselr 5 L

Lk, Advancement 0 0

5« Responsibility 3 1 05790
6. Group feelings 2 1

7. Possible growth 2 1

8. Status L 1 «3562
9. Security: I 7 6153
10. PFairness-unfairness 15 17 56242
11, Pride, guilt, inadequacy i L 02623 -
12, Salary 2 0

- Minimum value of Chi Squared for significance at the
.05 level is 3.841, ‘
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Svmme.xy

The enalysis of results presented in section two
strongly suggests that sub-groups of teachers tend not to
differ in their Teéspcinses to sources of hish and low jcb
Teellings.

The hyvothesis relaving to no difference in res=-
ponses of sub-groups of teachers for the procortion orf
tines each factor is réported as & satisfier and the PIC-
pertion of times each factor is reported as o dissatisfier
Was accepted with few exceptions, Significent differences
vere found in only three of 168 possibilities.

Nen teachers tended not to respond differently then
women teachers to sources of high and low job attitvdes,

No significent exceppion to this tendency wae found,

Tenure teachers and non tenure teachers tended not
©o differ in their Tesponses To sources of high and low job
feelings, Three significant exceptions to this tendency
wers founds

1. The first-level factor interpersonsl relations

(superiors) appeared as a source of low job
feelings for tenure Teachers in rour ver cent
of the one huadred forty-two low attitude se-

" quences. This factor did not appear as o source

G

of low Jjob feelings for non tenure teachers

2. Eleven per cent of the low attitude sequences
involved non tenure teachers citing the rirs:t-
level factor interpersonsl. relations (peer)

(:3 8s & source oif low job attitudes. This was
. In contrast to four per cent for tenure teschers.




3. Security, & second-level factor, apneared in
eleven vper cent of the low attituds sequences
Nine of the eleven pexr cent were citzd by non
tenure teachers.
Elementary school teachers and secondary school
teechers tendsd 1ot to differ in their resvonses to sources
of high Job attitudes and low job attitudes. MNo siznifi-

cent exeeption to this tendency was found.
ANALYSIS OF EFFECTS

The analysis of effects was serlously limited by
the apperent immunity, expressed by respondents, to venctrs
tion of feelings Uith the exception of positive performence
effects, Teachers tended to respond infrequently to effects
of job attitudes. This cvagueness on the part of teacheig
was manifested by the frequent remark, "I don't let my
Teellinss about ny icb affect me personally or my worlt."
Because of the apparsnt laclk of success in this effort,
no tests of slgnificance were performed in the effecis
anelyesis,

Each of the effects categories--performance, men-
vel health,‘turnover; incerpersonal relationships, and
attliudinel--disecussed below include the frequency of
teachers that did nct mention the category and the fre-
quency and type of vositive and negative effects reported

by teachers,

WA e e o CEAK = T - o e % Tk - i = ek s g o e m e o

e e e




(" ' 81

Pexformance Effects

Performence effects were not mentioned in 42 of
the 284 sequences. No change in performance wes reported
in sixteen of the high sequences and in fo vy of the low
sequences., The ineidence of POsitive performence effects
es a result of high job feellings was one hundred Tifteen,

ne lncidence of negative performsnce effects as a result
of lowr job feelings was fifty-nine. Dwelve resvondents
reporved improved perrormence as a2 result of lour job

feelings. (Tzble XXV)

TABLE XXV
PERFORMANCE EFFECTS

High Lovw
ot mentioned 11 21
No change 16 0
7 Positive Negative
=7 Frequency ’
of )
Resvponse - 118 ° 59

*Pozitive effects were reported on twelve occasions
in low sequences, ‘

ITurnover Effectg

hought of quitting as & result of low Job feelings
apﬁeared in 27 of the 142 1oy attltude sequences. Four
teachers actually quit their jobs. Five respondents re-

C:) ported thaet as 2 result of high feelings they would not
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quit noW, Turnover effects were not mentioned in.24% of

the 284 sequences. (Teble XXVI)

TABLE XXVI
TURNOVER EFFECTS

Eigh Lou
Not mentioned 135 99
Frequency of
Response ovld not " Quit Thought of
auit now quitting
5 b 27

Mentel Health Erffects

Increzsed tension wes reported in 45 of the 142
low attitude seduences. Psychological improvement as a
result of high job feelings was reported in 44 of the 142
high attituvde sequences. Improvement in tension symptons
appeared once in low attltude sequences. One hundred and ;
seventy=rour sequences did not contain mental health erf-

fects., (Table XXVII)

»
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TABLE XXVII
MENTAL EEALTH EFFECTS

High Low
y
Hot mentioned 28 76 |
Improvement  Psychosomztic Tensicn
Frequency of Response Ll o 55
i
*Improvement in tension symptons appeared once in.
low avtitude seouences.
Invernersonsl Relationshing Effects ‘
One hundred seventy sequences did not contaln inter-
(:} personel relationships effects. Positive effects cs & ro- |
stlt of high job feelin~s aypeared on fifty-seven occssions.,
ine incidence of negative effects as s result of low job
Teslings wes fifty-thres., Four respondents revorted posi- ‘
tive sffects as e result of low job attitudes. (Table
XXVIII) <
TABLE XXVIII .
INTERPERSONAL RELATIONSHIP EFFECTS l
High Lowr :
Not mentioned 89 81 1
Positlive Negative |
Frequeney of Response | 53 | 57

#Four loir attitude sequences contalined positive

-
(J effects.
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Actitudinel Effecys

Attitudinel effects were not reported in 115 se-
quences. The lacidence of por.tive effects toward the
supervisor was nines towaerd the school, fifty-nines and 4
vovard the profession, twenty-seven. The incidence cf nege-
tlve effects toward the supervisor was twenty~four, toward
the school uas twenty~three, and toward the piofession was
Seven. Seventeeﬁ low attitude sequences contained re-

Dorts of vositive effeets. (Table XXIX)

TABLE XXIX
ATTITUDINAL EFFECTS |

High Louw
Not mentioned Ll 71 4
Positive Negative
Supexvisor 9 2k . - |
School ' 59 ‘ 23 |
Profession 27 7

#Seventeen low attitude sequences contained positive
effects.

Summary

Performence effects were most frequently cited as
being vvlinerable o Job feelings. One hundred fifieen of
the 142 high attitude sequences resuvlted in improved per- -
rormence., Fifty-nine of the low attitude sequences con- -

talned reports of negetive performance,

Lagade 1L L RPUT S NN
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Although turnover effects were infrequently reported
in the 284 sequences, 19 per cent of the low atiitude se-
quences contalned thought of quitting as an effect. Abcut
three per cent of the teachers actually quit their jobs.

Tenslon appeared as the dominent mental health
effect of job feelings. Tension symptoms improved in

hirty per cent o° the hizgh attitude sequences znd increased
1n thirty-eizht per cent of the low attitude sequences.

There was 1ittle -difference in the appearsnece of
effects on internersonsal rslatlionships between high atti- {
tuds and low attitude sequences. Effects on interpersonal
relationships awpnsared in fifty-three high attitude se-
quences and in fifty-seven low attitude sequences,

The number of attitudinel effects vas greater in
high sequences then in low sequences. The only exception
vas in attitudinel effects toward the supervisor. This
category appeared in seventeen per cent of the iow sequences

end In six per cent of the high sequences,

" T N T o~ e Y - = v - A S e ar —~—errery TR TP
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CHAPTER V
DISCUSSION OF FINDINGS

Frederick Herzberg,l as a result of an intensive , y
review of Job satisfaction resesrch in industry, obg?rved
that studles dealing with job satisfaoction revealed féﬁ-
tors which were different from studies dealing with job
dissatisfaction. This observation led to a study shich
specifically 1nvestiga5ed the mutualiexclusiveness of
satisfaction and dissatisfection factors.

2

Herzberg” found that achievement, work itself,

(T

recognition, responsibility, and advancement were factors
which primarily led to job satisfaction for the account-
ants and engineers in his sample. These were the factors
whlch accounted for high job feelings reported by his
respondents. Inéerpersonal relations (superiors), super-
viéion technical, company policy snd administration .snd
working conditions were factors which primarily aceounted
for low Job attitudes. These were the factors which

appeared predominsntly in low attitude sequences,

' jFrederick”Herzbérg,_g;,lglp; Job Attitudes: Re-
Yiew of Research and Opinion, (Pittsdurg: Psychological
Sexwice of Pittsburg, 1957).

2
Frederick Herzberg et. al., The Motivation to ,
<:> " Work. (New Yorks John w1iey and Séns, 1959). z
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" The rémaining factors, salary! possiblility of
growth, interpersonal relations (subordinstes), inter-
personsl relatidﬁs (peers), pérsonal 1life eand job security
were primarily bi-polar in nature. These factors did not
appear predominantly in accountant-engineer high or low
Job attitude sequences.

Herzberg concluded that not all Job fectors con-
tribute to satisfaction if met and to dissatisfaction if
not met. Indeed, he found that many of the factors were
mutuelly exclusive, some contributing to satisfaction if
present but not to dissatisfaction i?_not present, and

., others céntributing to dissatlisfaction but not satis-
faction.

This study tested the Herzberg hypothesis with
teachers., The findings showed that some factors, reported
by teachers as contributing to their job satlsfaction and
Job dissatisfaction,_wére polar in e positive direction
anad other'factors were polar in a negative direction.

The polarity of factors was generally cénslictent with the
findings of Herzberg in that satisfaction factors were
related to the work itself and dissatisfaction factors
were related to the enviromment of work,

Chapter V is divided into three sections. The

filrst two sections discuss the Findings relating to the

©

ERipf‘v‘
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hyootheses tested in the study. The analysis of the effects

is found in section three,

THE POLARITY OF FACTORS

The results of this study indicated that zchieve-
ment, recognition, and responsibility were factors which
contributed predominantly to teacher job satistfaction.
Interpersonsl relations (subordinafes), interpersonszl
relatlons (peers), supervision technical, school policy
and administration, personzl life, and falrness-unfelrness
were factors which contributed predominantly to teacher
job dissatlisfection. The remeining factors appeared to
be bi-polar, possessing the potential to contribute to
both satisfaction and dissatisfaction (meny of the factors

did not appear wlth sufficient frequency to adequately

test for polerity). -

Ihe Satisfaction Factors

The three dominant fdctors which appeared in high
astltude sequences were achievément, recognition and res-
ponsibility. Achlevement and recognition appeered as {lrst-
level factors in fifty-eight per cent of the 142 high atti-
tude sequences. This 1s compared with their appearence

in only eleven per cent of the low attitude sequences,
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Responsibility appeared in seven per cent of the high
attitude sequences as opposed to one per cent of the low

sequences,

{
Actlevement appesred as a second=-level factor in

one oul of two high attitude sequences. Recognition ap-
peared three times as often in high sequences than in
low sequences.

Sources of recognition for teachers varied,
Teachers talked abous fgedback from prinecipals, supervisors,
parents, students, and fellow teachers. Recognition took
the form of letters, oral statements, gifts, incentives,
end committee eppointments,

The need for recogﬁition, the overt boistering of
self-esteem, appesrs to be lmportant to teachers., The
absence of recognition tends not to affect low job atti-
tudes of teachers.

The dominant need, - expressed by teachers as being
most luportant in contributing to their Job satisfaction,
was achie#ement. The finding that much of the rewsrd for
teaéhing comes from a feeling of personal success was not
surprising. The hearly complete domination of the high

sequences by the factor achlevement, however, was most

interesting.
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One interpretation of this finding is that teschers
in the study sample zppsar to possess a need for high
achlevement. Acecepting this interpretation for the moment,
e might indeed compers teachers with behavior that appears
©to be related tc '"nY schievement. McClelland3 has clearly
‘linked "n» achilevement with entrepreneurlal role behavior.#

- He eargues that indivicdualis who display entreprensurial
rcle behavior have high "n® achievement.4
srepreneurial role behavior, as proposed by

McClelland, 1s characterized as follows:

(WQ 1. Moderate risk-taking es a funetion of skill,
not cheance; decisiveness

2. Energetic and/or novel instrumental activity
3. Individusl responsibility <

L, Knowledge of results of decisions :
Money as 2 measure of results

Se tlclpation of future possibllities | K

6., Organizational skillsd

3De.vid MeCle
7

land, The Achieving Society. (Nsw
Yorizt D. Van Nost 8 )

i
ani Co.,, 19061), ‘

#McClellend clearly distinguishes between incumbents {
of enfreprensurial roles and role behavior. An incumbent }
mey not necessairlly display entrepreneurisl role behavior |
or such behavier may be displsyed by individusls not in an |
entrepreneurial role. ]

O “Ibid., p. 207.
5Ibid.
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The job of teaching does not appear to offer an
exXact fit for the characteristics of entrepreneurial role
behavior. Liowever, teaching does afford many opportunities
for such behavior.

Moderate risk-taking as a function of skill was
an ldeal fit for some of the achlevement-centered stories.
Oﬁe hlgh school teacher related = story involving a more
vermlssive approach to teaching., Her students, after
declding on a problem to investigaté, were!givén complete
freedom for one week to research, prepare, and present l
the topic. Sutdents wera permitted to use the regular

{_! cless time in any way thes they wished. The teacher issued-
carte blanche passes tc students wkich permitted tﬁem to
meet in study rooms, visit the library, or to do whatever

they wished iﬁ lieu of attending regular classes. The

teacher placed herself completely in the role of consultent
%o students and performed the role only at their request.,
The teacher tslked about consideralle slkepticism

on the part of students, fellow teachers and administrators.

) U s 4 N .~

She even considered cancelling her experiment. This thought
occurred to her when, upon touring she building during the
regular class hour, she found meny of her students engaged : '
in group sessions which were not characterized by the

(:) acedemic diligence she had expected. She considered her

experiment as a highlight of her teaching career,
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The incldent related above does not compare with
a dramatic buslness declslon involving thousands of dollars
or with 2 1life and death decision faced by a surgeon., The
inclident does suggest, however, that the tasks of teaching
may be broad enough to include elements of moderate risk- !
takling as an example of entrepreneurlal role behavior. |
Teaching apvnear:s also to offer meny opportunities
for energetic or novel instrumentsl activity. .The achieve-
ment stories'gatheredxin the study had as thelr theme
challenge, difficulty, originality, innovation, risk, end
success.,
<j3 Sutton describes individuzl responsibility as a
i characterisfic of.entrepreneufial role behavior 28 Tollowss
Responsibility of this sort implies individualism.
It 1s not tolerable unless 1t embraces both credit
ror successes and blame Tor fallures and leaves the
individual free to clalm or accept the consequences, ‘
whatever they may be.°
Teachers indeed do assume considerable individuel
responsibllity for thelr profegsional actions, but it 1is
doubtful if they can or are permltted to assume such de-
finitive responsibility.

The remaining characteristics of entrepreneurial

role behavior proposed by McClelland are even more diffi-

6F. X. Suvtton, "Achlevement Norms and the Norms
<:> of Entrepreneurs.” Quoted in McClelland, op. cit., p. 229.




O

o

e

ot e —— S e e

23

cult £o-justify es being able to flourish within the
framework of teaching. Tezachers, in general,,are content
with rather vague indications of the long~-range effeects
of thelr professional decisions. Much of the work of the
teacher (as it relates to other professionals) is done in
relative 1solation, affording few, if any, opportunities
for the development ang displaying of organizationsl skills,
It should bes clear to the reader that, in this
discussion, a succegsful attembt to 1link high "né échieve-
ment with the teaching profession hes not been mede, Al=-
though there were some Indications of entrepreneurisl
role behavior in tescher achlevement centered high attitude
stories, the case has not been established. The fesgi-
bility of even remotely linking "n" achievement with teaching
1s discountzd by Zaleznik snd Moment as followss

Need achievement, [éiq] is a2 global, rather than
a specific [,) concept, (sic} implying 2 need to
succeed irrespeetive of Jartiecular means. Thus, 1
selentists, authors, and artists could be Just as '
strong in their needs to achleve as would the most ‘
extreme case of the stereotype of the rising exe-
cutive. The concept transcends particuiar ocCu=-
pations and professions, although there is no
doubt that nerticular cultures and groups would
tend to chennel the need into relatively limiteqd
means. A person with high need achievement would |
normelly follow culturally prescribed roads to {
success. It westemrn cultures, this would tend to
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out such occupations as the ministry, educatlon,

or sociel work for people who really want to be

"successful, "7 .

The fact still remains, however, that achlevement
did dominate the high attitude sequences gathered in this
studye.

A more plauslible explanation for the predomlnence

~of the factor achlevement excludes the posslbllity of

equating the achlevement success of teachers with high "n"
achievement. .Lortie argues that socletzl rewards (sslary,
prestige, and power) sre, in general, not percelved by
teachers as being in sbundance. Thus, teachers tend to
focus on psychic gratification as.2 primary source of
reWard in their work. One of the msjor sources of psychic
gratification, cccording to Lortie, 1s the interactlion that
the teacher hes wlth individual students and classes where
the teacher percelives that something has happened. The
teacher senses or bellesves that, e&s a result of his ectl-
vity, a change hes taken place in the student or class.
Lortie cites the terms "I reached .them," "It went today, "

2s being common expresslions used by teachers to desclrbe

COsa v T

7Abrerem Zoleznik and David Moment, The Dynamics
of Interpersonzl Behavior. (New York:s John Wiley and Sons,

196 s De 359,

- . .
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thls phenomena.8

Thls psychic gratification, which is characterized
by a task-oriented intersction with some percelved meo-
surable result, was most typlecal of meny of the success
storles related by teachers.

Further, teachers gsppear to have limited OpPPOr=
tunities to receive tanzible evidence of thelr success.
The pupil gein criterion, for example,Aaffords'a vague
.measure of teacher success. Teachers have little control
over Intervening variables (students® abllities, meturs-
tlon rates, home environment, and previous educational
exveriences) which affect thelr pupils',perforﬁance. Theé
Job of teacher tends also to involve fragmented goals and
Objectives. As students progress through the schbol year,
they move through various steps of the finishing prccess.
At the end of the school year, students are moved to the
next step for further precessﬂbg.

Yhen teachers do have aﬂ opportunity to experience

tanglble success, their expressed elation is overwhelming,

8Dan C. Lortle, "The Changing Role of Teachers as
& Result of Such Innovations &s Television, Programmed
Instruction, and Tesm Teaching." Richard Lonsdale end
Carl Steinhoff (editors), The Administrative Analysis of

Sclected Educational Imnmovations. (Report of the FiTst

Inter-University Conference for School Administrators),
Syracuse University, 1964,

-
K
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Such was the case with two music teachers who reported,

in high achievenment centered stories, that they derived

tremendous personal satlsfactlon from successrul music

progrems offered to thelr respective communities. 4

Most of the teacher achievement centered stories,
however, involved legs concrete evidence of zectual suceess
and more sensing and feellng, on the vart of the teacher,
thet the student hag been reached and presumably was
affected in some positive way.

Responsibility, although slgnificently found to be
a2 hlgh, appeared in only seven per cent of the high atti-
tude sequences. This percentage is small when one con-
siders that teachers do assume a considerable amount of
responsibility. As the classroom door closes behind the |
teacher, i£ impiied that she agsumes responsibility for
her owri work. This responsibility is limited, however,
and falls within the framework of the rules and regulations
of- the school, school district, and school board. Further
limits are imposed by'the state legislature and our soclety
at large. Whatever responsibility a teacher assumes, in

terms of what to teach, falls within the framework of the }

brescribed curriculum,

- e -
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There may be some question a= to whether preserip-
tive Tresponsibility, described above, cen be equated with
individual responsibility as described by Sutton.S

Perhaps, even more interesting then the appearence
og achlevement, recognition and responsibllity as positive
polar factors was the absence of advencement and work ite
self. These factors did éppeéar as satlsfliers in Herzberg's
study.lo

The factor advancement was not mentioned by teach-
ers in high attitude stories. Teaching offers 1little

opporﬁunity for concrete advancement (change in status or

<j3- position) and in-fact could be considered as -a terminal

position; Whatever potential the factor advancement has
es a satisfler appears to be lost for teachers under our
pre 5 8ystem, Capitalizing on this factor, as a poten=-
tlal source of satisfaction, implies providing overt op=-

portunities for advancement within the ranks of teachers,*

"sipra., pe 92, “UHerzbers, he Mobivation to Wok.
*Schools frequently contain an informsl promotion

system for teachers. Advancement within the informal pro-

motion system may include movement to another grade level,

belng assigned "quality" students, receiving equlpment and

facllity priorities, and moving to a better school within

the district. This informel promotion system was not des~

cribed in teacher high attitude Sequences but did appear

in low attitude sequences. Judges coded these low attitude

seéquences into the factor categories working conditions or

€:} school policy and administration. ~
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Work itself appeared as a bl-polar factor in the
study; Although the factor appeared more frequently in
teacher high attitude storles, it also appeared as a
ffequent source of low job feelings. It appears that the
Job of teacher (although potentlally able to provide un-
limited opportunlity for creative and varied work) requires
considerabiezattention to maintenance type activity.
.Routine or malntenance tasks range.from sttendance and
scheduling detells, deily health checks, study hall assign-
ments, and lunch duty to blowing noses end pouring young
scholars into snow suits. The work 1ltself factor, al=-

.(:)_ though found: to be rich in : “isfaction potentlal, was

frequently cited as a source of dissatisfaction for

teachers.

The Dissatisfaction Factors‘

The factors which appeared as dissat;sfiers for
teachers, but tended not to contribute to joﬁ satisfaction,
had as theilr theme interpersonal relations with students,
parents, and fellow teachers, supervisory practicgs and

~ abuses, school policy and administration, low statﬁs and
1 factors in personal 1life, Beilng treated unfalrly was per-

celved by respondents as belng the greatest source of dis-

satisfaction,

©
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| Supervision technical and school pollicy and admine-
1stration were factors which appeared in twenty-three per
cent of the low attltude sequences and in three per cent
of the high attitude sequences., The stories containing
these factors focused on considerable disenchantment and
disillusionment with supervisory behavior (or lack of
behsvior) of é%beriors and the lmpersonal and frequently
inconsistent sting of school policles and administrative
directives.

New teachers told about nét recelving adequa%e
attentlon and help unless - nethling went wrong. OCne
teacher, who had confronted her principal for help, told

(“) about being received with considerable reluctance on the
, part of a bﬁsy principél who was preoccuﬁied with more
important things. Another teacher related a story about
initiael enthusiasm for a merit-salary plan which was
initlated by the faculty but within three years (according
to thls teacher's perceptions) was twisted and distorted
by the administration to serve its own interests,

In commer*+3ug about the behavior of principals
operating ;n the simulated Whitman School, Hemphill,
Griffiths, and Frederiksen conservatively noteds

Avareness of poor work occurred about twice as
often as recognizing good work, possibly because

it S xoia. was

Aruitoxt provided by Eic:
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School principals, the authors states’

Another set of unused categories is also of

~ interest., The get includes Improves Working Con-

‘ ditions, Improves Staff, and Backs Up Staff. The
prineipals gave bractically no indicetion of being
interested or concerned with the well being of their
teaching stafrs, While this lack of concern may be
an artifact of the simulation, the lack is So- nearly
complete tha}zit does not seem sg though this is the

The behavior of Whitmen School pPrincipals deseribed

above appears to be consistent with the behsavior of many

of the principals ang Supervisors described by teachérs
L in this stugy,

Interpersonal relations with parents and fellow

teachers wos g factor whizh appeared in fifteen ver cent

of the low attitude Sequences and in only one per cent of

the high attitude sequences. Most or the stories, which

contained this factor, involved parents. Parents were

clted as Jumping to umwarrented conclusions, attempting

to usurp the teachers authority, meddling in professional

115, Hemphiii, . Griffiths, and N. Frederiksen,
Administrative Performance and Personality (New Yorks

A Bureav of Publications, Teachers College, Columbis
; University, 1962), p. 105,

12114., p. 346,

: C 100 |
g nore poor work than good_work of subordinates was
: Presented in in-baskets,11
In further discussion the behavior of Whitmaen
}
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affalrs, being unreasonable, and refusing to accept or
misinterpreting criticism directed toward their children,

The factor interpersonsl relations (subordinates)
appeared in twenty per cent of the high and in seven
ber cent of the lows., It seems appropriate to assume that,
since students are the very crux of o veacher's work, they
should aceount for many of the successes and good feelings
that teachers have, Indeed, thils i1s so., The students
wers the raw materisl for the achlevement successes and
acts of recognition which teacheis percelved as sources
of great satisraction., Yet the personal relationship be-
tween students snd teachers appeared as s troublesome
scurce of teacher job dissatisfaction._

Bldwell argues that the role structure of school
systems contains s basic dichotomy between teacher and
student roles. Since teachers enter thelr roles volun-
terily, senersl acceptance of school values is assumed,
Students, on the other hapd, are compelled to enter the
school system, Acceptance of the values of the school

cannot be assumed for students and may, in fact, be re-

Jected by students,13

3cheries Biawell, "The School as & Formal Organi-

zatlon." John Mereh (ed. Hendbook of Organizations
(Chicagos Rand MoNelly, 19657, pe 979 ’
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Blenenstok and Sayres, in studying Job satisfaction
. of Jjunlor high school teachers, list the following traits
of students as being cited by atout one-hélf of thelr
samoples
Junicr high pupils are pictured as a group whose
immaturlty requires special guldance, yet whose

members want to be treated as edultss who show re- 1
freshing spontenelty and buoysney and who work herd

for teachers that they like, yet are not muc™
SRECIe e R R S o vend o v
& .
This inconsistent, somewhat "weather-;ikg," be=-
" hevior of students can be é rrequent source of puzzlement
and despalr for teschers.
A good deal of the znerzy of teachers is expended
- in "wimning over" the student. Using the writings of
{i} Uillard Waller, Bidwéll suggests that the task of teaching .
demands affective bonds betwsen teacher and student. Thus,
Teachers tend to sell the school and its values to students.
According to Bidwell, thls requires particularistic bee
havior on the part of the teacher. At the seme time, the

role of teacher requires a certain smount of universalistic

lmpersonal behavior, Judging student progress, for

14T. Blenenstok and W. Sayres, "Problems in Job ‘
Satlsfaction Among Junior High School Teachers," New o
J

York State Education Department, Albeny, New York, 1963,
Pe 25,
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example, would presumably be an objective, impersonsl
task.15

The dichotomy between student and teancher rol-s3.
compounded. t; the ambivalence of "universselistic" and
"perticwleristicH behavior of tesehers in dealing with
students, suggests the criticalness of the factor inter-
personal relations with students., With thig factor ap-
pearinzg in twenty-one per cent of the eighty low attitude
Sequences, we have en indication of The intensity of the
problems discussed above,

Establisiing an appropriate rsiationship with

stients 1s eriticel. Once established; the teachgr can

cepitelize on this relationship in pursuit of work centered
or Jjob ltself satisianction. A heppy reletionship with
students is not in 1tselfr potent enough to be a gsource
o Job setisfaction. A poor relationship with students,
hovever, can be 2 source of congiderable teacher dig-
s2vlsfaction,

Person31 117e appeered as o dissatisfier in five
per cent of the low atiiiude sequences but did not appear

in the 142 nigh attitude sequences, Sequences containing

15Willard Waller, The Sosciolo of Teacking,
{New Yorks John Wiley end Sons, I§3g;. Cited by Charles

Bld!'é'ell, 9_2. g&ng po 9790
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this factor were reported more frequently by women and
tended to suggest confliet between home ‘1ife and school
life.

Cne teacher, for exemple, related g story which re-
sulted in considersble dissatisfaction with herself and
her job. She Treported that for the third stralght day one
of her children was home sick. She sald that ghe had al=-
reacy teken a number of days off from school and could not
afford to miss ancther day. Although she felt that the
slck child had a more than adequate "baby-sittex," she
wented to be with the child and felt strongly that the
chlld needed her,

Being created wnrairly was percelved as a source
of teacher job dissatisfaction in one out of three low
attitude sequences, Falr treatment, however, did not
eprear in high ettitude sequences. Teashers cited being
treated wnfalirly most frequently un stories vhich included
the first-level factor school Policy and administretion,
Interpersonal Trelaetionships with parents was enother
major contributor to perceived feelings of unfelirness re-

ported by teachers,

Unugual and Recent Segqusnees
The analysis of factors ﬁhich appeared in unusual

&s contrasted with recent sequences revesled, in general,

few differences., Por low ettitude séquences, supervision

I = L
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technical and Teelings of unfairness eppeared more fre=
. quently 1n unusual attitude sequences. Interpersonal
felations (suberdinates) appeered more frequently in re=-
cent sequences. ‘

It appears that sﬁbérvision technlcal and per-
celved feelings of unfairness have the potential to be
long remembered ™y teachers es sources of low feelings,
Interpersonal relstionships with students, however,
(perhaps because they oceur more frequently) appear not

to have this lasting potentisl.,
RESPONSES OF SUB GROUPS TEND NOT TO DIFFER

A most interesting Tinding qf the study was that
sub groups of teachers--tenure and non ténure, male and
femsle, elementary and secondary--tended not to differ
in their responses to sources of Jjob satisfection and
dissetisfaction., There were only three excepvions, out
of 168 poselbllities, to this tendency. All three involved
tenure end non tenure teachers.

Non tenure teachers responded to interpersonal
relations with fa2lloy teachers and parents, and feelings
of insecurity as sources of low Job attitudes more fre-

quently than did tenure teachers,
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Tenurs teachers appeared to have the ability to
ignore or overcome perceilved distasteful commentary by
parents. Non tenure teachers, however, were undoubtedly
more threatened by parents.

It appears that non tenure teachers are acutely
awere of thelr non tenure status. This seems to be re-
flected in their apparsat insecurlty in interacting with
supervisorsy-psrents, and fellow teachers, and students.
Further, 1t appears that non tenure teachers are searching
for some indicatlon of thelr present scceptance and their
subsequent seppointment as tenure teachers.

Tenure teachers, however, respondcd more frequently
to interpersonel relations with superiors es s source of
low Jjob feellngs. Perhsps as teachers gain in competence
and conildence and ere afforded the security of tenure,
they tend to exert independence which may result in inter-
personal conflict with superiors.

Elementsry school end secondary school teachers
tended not to differ in thelr responses to sources of
high and low Job attitudes. No significent exception to
this tendency wes found.

The sparse differences noted in this section
strongly suggest that the satisfaction festors and dis~

setisfection factors ldentifled in the study appiy to

Y Y N
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teachers irrespective of their seX, teachling level or

tenure staius,

THE EFFECTS OF JOB ATTITUDES

XY

The responses %o the e;'ects of Job attitudes on
teachers! perrormance, interpersonal reletionships, mental
health, ettitudinel chenges end turnover decisions were
infrequent,. In general, respondents eilther avoided ansver=
ing questions pertaininé to effects of job attitudes or
declared that in essence théy‘were immune to consequences
of Job feelings. This epparent reluctence, on the part of
teachers, to discuss efrectg of Jjob attitudés may be a
function of fhe questions asked or the inability of the
interviewers to prompt cendid and liberel Iesponses, It
1s likely that the questions esked by the interviewers
were percelved as disturbing or threatening to teachers,
thus, subjectively ignored. It is not likely, hovever,
that teachers are super hﬁpans with the unique ability to
exist end function without being affected by their good
end bed job feelings, A further explanation for the ire
frequent effects responses, particuiarly in low sttitude:
sequences, is that the student frequently hecomes the
effecta target. One of the basic exloms of the teaoh;ng

prefession 1s promoting student welfare, To suggest thaﬁ

jresrir <
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students may have surfered, because of g teacher's feelings
and subsequent actions, ﬁould indeed be a trsumaiic con=-
fession,

The reported effects which appeared more often as
& result of high JOb feelings were related to improved
performance snd positive attitudinal changes. Lo atti-
tude sequences contriruted %o larger frequencies for turme-
over and mentsl heslth effects,

The frequency with Which each of the effects
categories were not mentioned does not permit strong im-
piications based on the repoited effects., However, 1t
does sppear thai turnove» effects and poor mental health
are functions of low job feelings.and improved perfor-
mence and positive attitudinal changes are functions of

high job feelings for teachers,
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CHAPTER VI
CONCLUSION

This study provides support for the hypothesis
that satlsflers and dissatisfiers tend to be mutually
exclusive. Further, it was found that fectors which
accounted for high attitudes of teachers were related to
the work itself and factors which accounted for low atti-
tudes of teachers were related to the conditions or en-
Vironment of work.

Relative to other actlvities, teachers derive the
most satisfaction from vork-centered activity. This finde
ing was reflected in the predominance of achievement, re-
cognition and Tesponsibility as sources of teacher Jab sat-
isfection. The low ettitude séquences, however, revealed
fectors (interpersonal reletions with parents and students,
supervision technieel, school poliey and administration,
personal life, perceived low status, and feelings of wn-
felrness)-which were not in themséives work-centerads
rather, they fooused on the conditions end people which
surround the actual work.

Can wé conclude that as long as a teacher experi-
eﬁces personal success, and is recognized for this sucocess,

the oenditicns of yorlk need not be considered? It may be
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possible (although unlikely) for a teacher, who is immersed

in an unsatisfactory work enviromment, to experience per-

sonal success and thus achieve considerable'Job satisfaction.

An environment relattvély free from sources of dissatise
factiony however, will tend to increase or enhence the
appearance of Tactors which are direct contributors to
Job satisfaction.

: A teacher who is relatively content with the
behavior of his suparvisor énd with the quality of his
“interpersonal relationships, snd who does not feel hé;-
pered by school policy and edministrative actions presum-
ably will have more opportunities for personal and pPro=-
fesslonel success.

Herzberg re;ers‘to the dissatisfaction factors es
hyéienic. In describing éhese factors, Herzberg statess

They act in a manner analagoug'to the princirles
of medical hygiene. Hyglene operates to remove
health hezards from the envirommeat of men, , It 1s

! ot a curatives- it 1s, rather, a preventive,

The hygienic factors, according to Herzberg, are
sgsentlal in preventing dissetisfaction, in making worlk
tolerabdble, Herzberg deseribes the satisfaction factors
a8 motlvators., These are the Job centered, the task-

oriented, factors which permit the individusl to satisfy

1Herzberg, zgghndtivétion o Work, ». 113,

L4
)
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hils need for gelr actueslization in his work, 2

dissatisfaction factors ldentified for teach-
tlons and circumstances vwhich

The

ers tend to focus on condi
teachers expect to be meintsined at acceptable levels.

It seems reasonable that teechers should expect fairland

adequate supervision, supportive school policies and ad-

ministrative directives, friendly intéerpersonal reletion-

shlps and pleassnt working conditions, However, the

satisfaction factors focus directly on conditions and

circumstances that are not given, which do not
These factors constltute rewards which must be
The reinforcement

come with

the job.

eerned through performance of the job,

potvential of the satlisfiers 1s dependent upon a teacher's

individual performance., If reward potential exists for

the dissatisfiers, it does not eppear to be directly

devendent upon teacher performance,
What then are the implications of the study for

administretive behevio. / The findings suggest that the
"teacher-centered" behavior (supportive

present emphasis on
fective communi-

supervision, inter eérsonel relations, er
3 D ’

catlong, and group effectlveness) is an importent pre-’

ive administrative behavior. The

soription for efrecs
1s limited in thet

"teacher-centersd” epproach, however,

2Ibid,
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it tends to concentrate on the eliminatibn (. dissatis-
factlon factors and thus does not contribute directly to

teachér Job satisfection,

“Task=-oriented" behavior (orgenizing end plenning

any

ﬁork, luplementing goal achievement) emerges as an important

end direct contributor to tesacher Job satisfaction., Such

"

v

behavior, on the part cf the admini.trator, would include
increasing the onportunities for teachers to experience
bpersonal and professional success. Basic to this gnder-
taking is the prowosition thot admihistrators will permit
and encourage teachers to (1) exercise more gutonomy in

making declsions (intensifying collaborative efforts end

6!
s,

consultetive management would be a good start), (2) in-
Crease 1nd1v1duél Tresponsibllity in developing and im-
plemnenting teaching programs, and (3) develop professionel

skllls. These variables will serve to increase individusl

Al

1dent1ficétion with the task.3 Task 1d§nt1f1cation appears
to be & prerequisite for focusing on achievemen: as a

means o perscnal and professionel sucecess and subsequent
: Job satisfaction.,
|

& corollsexry to personsl success is recoghition for

such sucoess. Although recognition was not found to be

3James Merch and Herbert Simon, Or anlzations.
(New Yorks John Wiley and Sons, 1958’, De 7.




113

as potent és actual success, it was perceived by teachers’
as & measure of success. Capitalizing on recognition, as
a satisfler for teachers, implies thet dispensing of re-
cognition shovld be as closely associated with successful
teacher task-oriented behavior as possible,

Finally, effective administrative behavior would
not exclude or ignore the sources of Job dissatisfection.
Supervisory behavior, interpersonal relationships, and
other factors relating to the conditions of work are
necessary components ia promoting an environment which
will enhence job itself setisfection for teachers. Teach-
ers whose energles are tazed in coping with sources of
Job dissatisfection #will tend not to be vigorous and
dynamic pursuers of work-centered satisfaction; | .

An inheren? essumption, in the discussion ebove,
hes been that job satisfiers ere reinforcers of behavior
and motivators of performence. Considersble evidence has
been accumulsted which disputes the claim that a satisfied
woriker is more productive then a dissstisfied one, How=-
ever, when satisfaction is dependent upon performance in

werk, setisfaction and productlivity are relatedf*

uBernard Bess, Orgenizational Psycholegy. (Bostont
Allyn end Bacon, Inc., ISB;), De. 38.
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The satisfaction factors identified for teuchers
cannot be separated from perfbrmance end, in fect, are
dependent upon performence. It wes successful perform-
ence which accounted fer the high attitudes expressed in
achlevement centered stories, Performance was also the
basis for recogniition centered sequences., If performance
1s rewarded in terms of inirinsic personsl sucocess and
sxtrinsic rzcognision for suceess, it will tend to ba

reneated,

SUMMARY

The sssumption thaet factors which tend to sotisly
éj} teachefs and factors whiech tend to dilssatisfy teachers are
arrenged on a conceptusl continuum tends net to be supw
vorted by this study. Factors which apoeared as sources
of high job feelings for teachers tended to differ from ¢
factors which avpesred as sources of low job feelings.
Further, the satisfaction factors tended to focus on
the work 1tself, and the dissatisfaction festors tended to
focus cn the conditions of work.
t Wes concluded that the eliminstion of the dis~
satiéfiers would tend not %o resﬁit in job satigtastion,
However, it does not appear lilely “hat one can expexrience

work setisfaction without he elininetion ox tempering of
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the dissatlisfizrs. The péint 1s-not whether satisfiers ' |

are more crvcigl than dlssatlsflers, or vice versa, but i
rather thn dependence of the saisflers on the elimina- .

tion or tempering of %he.dissatisfiers. 'ﬁeriﬁing satis-

;actioﬁ ‘01 work-cennsr;d activity assvmes thes oneis ' .

.energles and efforts are noh. tazed or dspleted by un-

satlsfactory condisions of work
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. ~ FOR FU?URE RESEARCH '

In view of the rasul S of thin investigation, )
S

THo suggzestione ars offew@d Por future 1escarchs’ ’
S

1. Accepting the Harzbsr

G)
l (3

metaoﬂ, as a valld
veldcle for-bwuhe‘ins erxd direriminating between setis- I y
128 & basic %ssump-

factlion and disseatisfaccion factors

"'I
‘

tlon of this study. <hin lnventlge>ion stpports the relia
bility.of the Herzberg method, in thesn tze results are in
general agreement with Herzbers's study. A,study.which
vtlilized 2 more objective epproach tc soliciting and dis-
ériminating between setisflers end dissatisfiers would PYO=-
\v; vide an indication oF the valldity of thes Herzberg method.

2. The results of this suvdy nrOVide, at best,

]

general 1ndicauion of the extcnu of noed deflciencles
for teachers., One might hastlly conclude that Teachers
ere psychologlceally ready to seek work-centered Job

', satlgfaction., A study, which attempts to investigate
need deficiencles of teachers, would provide helpful clues
as to need operation level cof teachers. Such a study
might provide a blue »rint for administrsiive prescription.

Further, the relative importance of the satisfiers and

dissatisfiers would be placed in foecus.

—aan o amma.
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(Copy of letter from Dr. Frederick Herzberg
granting the investigator permission
to use the factors and effects categories.)

WESTERN RESERVE UNIVERSITY
Cleveland, Ohio 44106

PSYCHOLOGY DEPARTMENT ' May'zo, 1965

Mr. Thomas Sergiovanni .
112 Fairview Avenue
Rochester 19, New York

N . Dear Mr. Sergiovanni:

£ - :
{_J _
You have my permission to use the charts to which
you make reference. I will be most interested in the
findings of your study on job satisfaction of teachers.
Please send me a copy, when it is completed.
e _ Yours truly,

L §

/s/ Frederick Herzberg
Professor

FH/jz

A

i o o o

ER&C

Aruitoxt provided by Eic:
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APPENDIX B
INSTRUMENTS
. P '
The following items are included in this appendix:
1. 1Interview Outline
2. Schema for Analysis of Factors
‘. .
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INTERVIEW OUTLINE

Developed by Frederick Herzberg, Bernard Mausner, and
Barbara Snyderman and adopted for the purposes of this

study.

. Think of a time when" you felt ‘exceptionally good
or exceptionally bad about your job, either your present
teaching job or any other teaching jdb you have had. This

can be either the

'long-range' or the '"short-range' kind

of situation, as I have just described it. Tell me what

happened.
1.

2.

3.

6.

7.

How long ago did this hapﬁen?

How long did the feeling last? . Can _you des-
cribe specifically what made the change of
feelings begin’ When did it end? A

Can you tell me more precisely why you felt
the way you did at the time?

What did these events mean to you?

Did these feelings affect the way yeu did
your job? How? How long did this go on?

Can you give me a specific example of the
way in which your performance on the job
was affected’ How long?

‘Did what happen affect you personally in any

way? How long? Did it change the way you
got along with people in general or your
family? Did it affect your sleep, appetite,
digestion, or general health?

Did what happen basxcally affect the way you
felt about working in that school or school
district?

Did what happen change the way you felt about

- the teaching profession? How?

!

Q M
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€3} 10. How serious were your feelings about your
teaching job affected by what happened?
Pick a spot on the line below to indicate
how strong you think the feelings were. Circle
that position on the line.

Least Average Greatest
1234567891011 1213 14 15 16 17 18 19 20 21

oy

11. Is,  there anything else you would like to say 4
about the sequence of events you have described: |

v

Repeat for second exceptionally high or low feeling
and for most recent high and low feeling.

Now that you have described a time when you felt

about your teaching job, please think cf

another time, one during which you felt exceptionally .
about your teaching job.
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SCHEMA FOR ANALYSIS OF FACTORS

Developed by Frederick Herzberg,

Bernard Mausner, and Barbara Snyderman

1. Recognition~--first level

0.
1.

o~

L

2.
0.
1.
2.
3.
4,
5.
6.
7.
3.
0.
1.

Nct mentioned.

Work praised--no reward.

Work praised--reward given.

Work noticed--no praise.

Work not noticed.

Good idea(s) not accepted.

Inadequate work blamed or criticized--no
punishment. '

Inadequate work blamed or criticized--
punishment given.

Successful work blamed or criticized--no
punishment

Successful work blamed or criticized--
punishment given.

Credit for work taken by supervisor or other.

Idea accepted by company.

Achievement--first level

Not mentioned.

Successful ‘completion of job, or aspect of it.

The having of a good idea--a solution to a
problem,

Made money for the company.

Vindication--demonstration of rightness to
doubters or challengers.

Failure in job, or aspect of it.

Seeing results of work.

Not seeing results of work.

Possibility of growth--first level

Not mentioned.
Growth in skills--objective evidence.

- x
.
.
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4.

5.
9

6.

2.
3.
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Growth in status (advancement)--objective
evidence

Lack of opportunity for growth--objective
evidence.

Advarcement~~-first level

0.
1.
2.

3.
4.

Not mentioned.

Received unexpected advancement.

Received advancement (expected to expectatlon
not mentioned).

Failed to receive expected advancement.

Demotion., gl

Salary-~first level

0.
1.

2.
3.
- 4.

5.
6.

7.

‘Not mentioned.

Received wage increase (e2xpected or expectation
not mentioned).

Received unexpected wage increase.

Did not receive expected increase. L

Received wage increase less or later than
expected,

Amount of salary.

Wages compare favorably with others doing
similar or same job.

Wages compare unfavorably with others doing
similar or same job.,

Interpersonal relations--supervisor--first level

0..
1.
2.
3.
4.
3.
6.
7.
8.
9.
R.
X.

Not mentioned.

Friendly relations with supervisor.

Unfriendly relations with supervisor.

Learned a great deal from supervisor.
Supervisor went to bat for him with management.
Supervisor did not support him with management.
Supervisor honest.

Supervisor dishonest. _
Supervisor willing to listen to suggestions,
Supervisor unwilling to listen to suggestionms.
Supervisor gave credit for work done.
Supervisor withheld credit.
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é:} 7. Interpersonal relations--subordinates-~first level

0. Not mentioned.

1. Good working relationship with suBordinates
2. Poor working relationship with subordinates.
3. Good personal relationship with subordinates.
4. Poor personal relationship with subordinates.

8. Interpersonal relations--peers--first level

0. Not mentioned. o y
l. Liked people he worked with, '
2. Did not like people he worked with.
3. Cooperation of people he worked with.

4. Lack of cooperation on the part of his

co-workers. '
5. Was part of a cohesive group.
6. Was isolated from group. ‘

9. Supervision--technical--first level

0. Not mentioned.
Q l. Supervisor competent,
' 2. Supervisor incompetent,
3. Supervisor tried to do everything himself.
4. Supervisor delegated work well, '
5. Supervisor consistently critical.
6. Supervisor showed favoritism.

10. Responsibility--first level

0. Not mentioned.

l. Allowed to work without supervision

2. Responsible (for his own efforts).

3. Given responsibility for the work of others.,

4. Lack of responsibility.

5. Given new responsibility--no formal advancement,

11. Company policy and administration--first level

0. Not mentioned.
l. Effective organization of work:

- 2. Harmful or ineffective organization of work.
3. Beneficial personnel policies.
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Harmful personnel policies.
Agreement with company goals.
Disagreement with company goals.
High company status.

Low company status.

oo pn

12. Working conditions--first level

Not mentionéd,

Work isolated.

Work in’'social--surroundings.
Good physical surroundings,
Poor physical surroundings.
Good facilities.

Poor facilities.

Right amount of work.

Too much work.,

Too little work.

- O
o o

WoONOULSWN

13. The work itself--first level

Toc difficult.
Opportunity to do a whole job--all phases.

0. Not mentioned.

1. Routine.

2. Varied,

3. Creative (challenging).
4. Too easy,

5

)

14. Factors in personal life-~first level

0. Not mentioned.

1. Family problems.

2. Community and other outside situaticns,
3. Family needs and aspirations salarywise,

15

Status--first level

0. Not mentioned. :

1. Signs or appurtenances of status.
2. Having a given status.

3. Not having a given status.
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16. "Job security--first level

"0, Not mentioned.

l. Tenure or other objective signs of job security.
2. Lack of objective signs of security (i.e.,
company instability).

17. Recognition--second level

Q. Not mentioned.

l. First-level factors perceived as. source of
feelings of recognition.

2. First-level factors perceived as source of
failure to obtain recognition.

3. First-level factors perceived as source of
disapproval. '

18. Achievement--second level

0. Not mentioned.

1. First-level factors perceived as source of.
achievement.

2. First-level factors perceived as source of
failure.

19. Possible growth--second level

0. Not mentioned.

l. First-level factors perceived as leading to
possible growth.

2, First-level factors perceived as block to
growth.

3. First-level factors perceived as evidence of
actual growth,.

20. Advancement--second level

0. Not mentioned.
l. Feelings of advancement derived from changes
in job situation.,

2. Feelings of demotion derived from changes in
job situation.

s mr_zmx;vv- o




131

% 21l. Responsibility--second level
\
0. Not mentioned.
1. First-level factors leading “.v feelings of
responsibility.
2. First-level factors as source of feelings of
lack of responsibility.

22. Group feeling--second level

0. Not mentioned.

1. Feelings of belonging--social.

2. Feelings of isolation--social.

3. Feelings of belonging~-sociotechnical.
4. Feelings of isolation--sociotechnical.
5. Positive feelings toward group.

6. Negative feelings toward group.

23. The work itself--second level

_ 0. Not mentioned.
. 1. First-level factors leading to interest in
{:3 performance of the job.
2. First-level factors leading to lack of interest
in performance of the job.

24, Status--second level

0. Not mentioned.

1. First-level factors as source of feelings of
increased status.

2. First-level factors as source of feelings of
decreased status.

25. Security--second level

0. Not mentioned.

1. First-level factors as source of feelings of
security. :

2. First-level factors as source of feelings of
insecurity.
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26. Feelings of fairness or unfairness--second level

0.
1.
2.
3.

Not mentioned. -
First-level factor perceived as fair..
First-level factor perceived as unfair.

First-level factor perceived as source of

feellngs of dzsappozntment in others.

27. Feelings of pride or shame

0.
1.

2.
3.

Not mentioned.
First-level factors as.source of feelings of
~ pride.
First-level factors as source of feelings of
- shame,
First-level factors as source of feelings of
diminished pride.

28. Salary--second level

0.
1,

2.
3.
4.

Not mentioned.

First-level factors perceived as source of
ability to improve well being.

First-level factors perceived as source of
lack of ability to improve well being.

First-level factors perceived as source of
more money (need undetermined).

First-level factors perceived as source of
lack of more money (need undetermined).

Analysis of Effects:

l. Performance effe

0.
1.

2.
3.

Oi:
Not mentioned.

General statements regarding positive change
in quality or output of work.

General statements regarding negative change

in quality or output of work.
Positive changes in rate or amount of time
spent in work.
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‘ 4. Negative changes in rate or amount of time
spent in work.

5. Specific reports of positive changes in
quality or nature of work.

6. Specific reports of negative changes in
quality or nature of work. .

7. Reports of positive changes in both rate and
quality of work.

8. Reports of negative changes in both rate and
quality of work.

9. Statement affirming lack of change’ in amount
or quality of work.

2. Turnover effects

0. Not mentioned. ‘ .

1. Quit, '

2. Made connections. S

3. Read papers--looked around--took steps but
without contacting companies or agencies.

4. Thought of quitting.

5. No thought of quitting despite negative

6

7

8

O

feelings.

- Would not quit now because of positive
feelings.

- Would not quit despite specific offers.

- Factor in decision to quit at later date.

3. Mental-health effects

0. Not mentioned. .

1. Loss of sleep..

« Psychosomatiic effects.

. Péychologiqal_effects of tension (anxiety,
loss of appetite, headaches, etc.).

Psychosomatic effects and tension symptoms.

Improvement in psychosomatic conditions.

Improvement in tension symptoms. '

Improvement in psychosomatic condition and
tension symptoms.

~Novu W
L

4. Interpersonal relations effects

0. Not mentioned. _ : :
1. General statements regarding positive effects.
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i} . 2. General Statementg regarding negative effects,
3. Positive effects op family ‘
4. Negative effects op family, L

S. Positive effects op friends, : -
6. Negative effects on friends,
/. Positive effects on'co-workers.
8. Negative effects op co-workers.,
« Many Specifie POsitive effectg on interpersonal
relations,

9
R. Many Specific negative effects op interpersonal
relationg,

S. Attituding] effects .

0. Not mentioned,

Positive toward Individya] (supervisor)
Negative toward individya] (supervisor).
Positive toward Company,

Negative toward Company,

Positive toward Profession,

Negative toward Profession,

Positive Security feelings.

Negative Security feelings.

O\U‘IwaH

00

9. Positive effects regarding confidence,
R. €gative ef ects regarding confidence
X. Multiple effects op attitude (positive).

6. Miscellaneous effects
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APPENDIX C
SUPPORTING DATA

CODING CHOICES OF THREE JUDGES FOR EACH OF THE

ONE HUNDRED AND SIXTY SEQUENCES
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CODING CHOICES OF THREE JUDGES FOR EACH OF THE ONE HUNDRED AND SIXTY SEQUENCES
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Second-Level Factors
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